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ABSTRACT 
Perceptions Held Towards African Female Leaders 
 
The scarcity of women within leadership roles is a global phenomenon garnering much 
attention.  Within the South African context, this lack of representation is exacerbated 
by the intersection of race and gender against the backdrop of the historical context.  
Legislation and organisational practices have made progress in increasing race and 
gender representation in leadership roles within organisations; however, the pace of 
progress is slow, and barriers remain pervasive.  Within the financial services industry, 
and banking specifically, organisations are Western and predominantly represented 
by White males in leadership, thus making the advancement of African females into 
leadership roles a challenge requiring attention.  
 
The primary objective of this study was to identify perceptions held towards African 
female leaders, and the impact these perceptions have on them within the financial 
services industry, with special focus on the banking industry.  In addition to this, the 
study aimed to: establish how African female leaders from the financial services 
industry are perceived by their subordinates, peers, and managers; establish if gender 
influences how African female leaders in the financial services industry are perceived; 
establish how African female leaders within the financial services industry think they 
are perceived by others; establish if the way in which African female leaders in the 
financial services industry think they are perceived by others influences their 
leadership style; and, lastly, establish if there is a difference in how African female 
leaders, females, successful middle managers and males in the financial services 
industry are perceived. 
 
The study followed a mixed-methods approach, employing a sequential explanatory 
design strategy. The first phase was quantitative, which comprised distribution of 
questionnaires. A total of 415 individuals from the financial services industry 
responded, and the resultant data were statistically analysed.  The second phase was 
qualitative in nature, where semi-structured interviews were conducted with ten African 
female leaders, five subordinates of African female leaders, five peers of African 
female leaders, and five managers of African female leaders within the financial 
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services industry.  The quantitative data were analysed using the Statistical Package 
for Social Scientists (SPSS) and the interviews were transcribed, and thematic 
analysis conducted.  The two methods were then triangulated, and the findings of the 
research were considered in the context of previous research and literature. 
 
The study found that African female leaders are not perceived as displaying 
destructive characteristics and withdrawal characteristics.  African female leaders are 
perceived as displaying intrapersonal capabilities, interpersonal capabilities, and 
internal derailers.  Additional behaviours were identified as characteristics of African 
female leaders.  In terms of influencing leadership, race and gender were identified as 
having an influence in leadership approach by some subordinates, managers, and 
African female leaders, but not all. An analysis of variance (ANOVA) to assess 
respondents’ perceptions of African female leaders, females, successful middle 
managers and males in the financial services industry in terms of positive and negative 
leadership characteristics revealed that there is a significant difference in respondents’ 
perceptions of African female leaders, females, successful middle managers and 
males in terms of negative and positive leadership characteristics.  Other factors that 
influenced the success of African female leaders were considered.  
 
This study contributes to the paucity of research on African female leaders, adding to 
the understanding of the intersection of race and gender.  It further adds to existing 
knowledge by giving a perspective from the financial services industry, namely 
banking within the South African context, an area where limited research has been 
conducted.   
 
The researcher makes recommendations to organisations on mechanisms to address 
inherent bias within organisations and foster greater advancement of African female 
leaders.  The focus is the role of organisational practices, organisational culture, the 
role of line managers, networks as an enabler, and the power of formal learning and 
development, coaching, mentoring, and sponsorship.  This research intends to ensure 
that perceptions of African female leaders enable their advancement and success, 
which simultaneously requires effort from African female leaders themselves, as well 
as line managers and organisational practices.   
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ABBREVIATION AND ACRONYMS 
 
Several key terms are referred to and used in the study, which are clarified below.  
 
 Broad-Based Black Economic Empowerment (BBBEE): A form of economic 
empowerment implemented by government as a governing framework to 
ensure redistribution of wealth and representation of previously disadvantaged 
groups. 
 Business Women’s Association of South Africa (BWASA): An association 
of business and professional women in South Africa. 
 Destructive characteristics: Harmful behaviours that African female leaders 
display.  
 Employment Equity Act: Legislation implemented to promote equality, 
eliminate unfair descrimination, and achieve a diverse and representative 
workforce to redress imbalances created by Apartheid. 
 Financial and Accounting Services Sector (Fasset sector): The education 
and training authority for finance, accounting, management consulting, and 
other financial services. 
 Internal derailers: Behaviours that African female leaders exhibit that have the 
potential and ability to become obstacles to their progress.  
 Interpersonal capabilities: Behaviours occurring between African female 
leaders and others, or other variables. 
 Intrapersonal capabilities: Behaviours that are inherent to and, which relate 
to African female leaders.  
 Johannesburg Stock Exchange (JSE): The South African exchange where 
stocks are traded. 
 Leader‒Member Exchange (LMX): Leadership theory on the relationship 
between the leader and employee and the resultant impact.  
 Previously Disadvantaged Individual (PDI): An individual who, owing to the 
Apartheid regime, did not have equal opportunities in the past, including Black 
people, females, and people living with a disability; also referred to as the 
historically disadvantaged and designated groups (Employment Equity Act). 
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 Pull Her Down (PHD) syndrome: The perception that women do not support 
other women. 
 Statistics South Africa (Stats SA): The South African national statistics 
service that conducts censuses and surveys, and produces official 
demographic, economic, and social data. 
 Withdrawal characteristics: Potentially protective behaviours that may foster 
avoidance or make African female leaders draw back. 
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CHAPTER 1: Introduction 
1.1 Introduction to the problem 
 
The scarcity of females in leadership roles in organisations is a global phenomenon, 
with transformation policies and practices a global focus in attempts to achieve gender 
and race equality. Within the South African context, the need to address race- and 
gender imbalances is widely recognised. This means that South Africa has placed 
substantial focus on enabling all to enjoy full labour and economic participation 
(Nkomo and Ngambi, 2009). Within the organisational context, where representation 
of previously disadvantaged individuals (PDIs) continues to be a challenge; this has 
translated into legislation and human resources (HR) practices to encourage the 
transformation of the workforce to one that embraces diversity and equitable 
representation. 
 
Understanding the progress organisations have made in addressing the imbalances 
of the past and achieving representation in their organisational structures, specifically 
regarding females in leadership, has generated greater attention. These imbalances 
created challenges for those previously disadvantaged, such as poor access to 
education and employment, resulting in disparities that have had an impact on, 
especially, representation of African females in leadership roles. 
 
The number of females in leadership positions in South Africa is growing, as indicated 
by the females in Corporate Leadership censuses of 2006 and 2011 (Business 
female's Association of South Africa (BWASA), 2011a). Compared to its international 
counterparts, South Africa is displaying greater representation of females as directors 
and executive managers; however, the pool of female executive and non-executive 
directors remains small (BWASA, 2011a). Despite the intervention of legislation and 
employment equity targets and guidelines, the ratio of male to female leaders remains 
unbalanced, with companies across various industries having been shown to have 
less than 30% female senior managers. This percentage is higher in government 
institutions, where females occupy 35% of senior management roles (BWASA, 
2011a). 
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The focus of the present study is on African females in leadership positions in the 
financial services industry, with a specific focus on banking. The term ‘African’ as it is 
employed in the present study relies on its use in the Employment Equity Act No. 55 
of 1998, where the term ‘Black people’ is considered a broad term that refers to Black 
Africans, Coloureds, and Indians. The proposed study will aim to gain a better 
understanding of how African female leaders think they are perceived, as well as of 
how they are, in fact, perceived. 
 
Historically, in South Africa, African females have been viewed as subservient. This 
perception is not aligned with the traditional perception of a leader, who is generally 
perceived to be White and male (Stanley, 2009). Therefore, there is a need to 
understand African female leaders within the South African context. 
 
Meagre empirical literature exists on African females in the leadership domain (Nkomo 
and Ngambi, 2009). An intentional focus is required to understand African females in 
leadership roles in South Africa in the context of the country’s history, societal 
expectations of females, practices to promote the advancement of females, dilemmas 
of work‒life balance, as well as cross-gender and race relationship dynamics. 
 
1.2 Background and setting of the research problem 
 
In a context where the development of African female into leadership roles is deemed 
an imperative and aligned to diversity and transformation, talent management, and 
economic and labour participation, it is important to understand the impact of 
perceptions of African female leaders on these females, as well as the female leader-
employee relationship. HR practices such as diversity awareness, transformation 
programmes and targets, leadership development programmes, and talent 
management are designed to promote the development of PDIs, with a specific focus 
on female. These practices are implemented to foster a culture of inclusion of those 
previously disadvantaged, and their impact, therefore, cannot be excluded. An 
understanding of cultural context and the impact of the country’s history on the 
experiences and progress of African female leaders is also crucial.  
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On a societal level, several governing laws have been implemented to encourage 
representation within the South African work context. The Employment Equity Act has 
played a critical and substantial role in this regard, leading the efforts towards 
representation and equity in organisations. The Act provides guidelines of 
expectations regarding representation in organisations and defines the parameters of 
discrimination and affirmative action measures. The implementation of these 
guidelines for representation at senior level has raised questions regarding tokenism 
and merit, as well as the ability of PDIs to perform these roles and whether excellence 
is being sacrificed for the sake of employment equity. 
 
Broad-Based Black Economic empowerment (BBBEE) as a practice came into effect 
in South Africa in 2003, in an attempt to address the imbalances of the past, but the 
benefits of BBBEE have been enjoyed mainly by Black males (BWASA, 2011a). The 
disparity in the experiences of genders is especially evident in the greater 
representation of males in senior positions, as well as the overall reaping of financial 
benefits from this legislation. 
 
The issue of correcting inequality requires dedicated societal and organisational focus. 
So important is the issue of representation, that there is an emergent request for 
gender diversity to become non-negotiable within organisations and be a pre-requisite 
for organisations being listed on the Johannesburg Stock Exchange (JSE) (BWASA, 
2011b). Appropriate policies and legislation are imperative in creating equity, as is 
evident from South Africa's improved representation. Societal influences are 
translated to organisations, and it is important that these influences are mirrored in 
organisations' policies. It is this interplay of societal and organisational influence that 
will drive the required shift. 
 
Understanding African females in management and leadership is an area that requires 
considerable research (Nkomo and Ngambi, 2009). Acquiring empirical knowledge 
has great importance for the development of theory regarding African female leaders 
within the South Africa context, to enhance the knowledge of academics, practitioners, 
managers, and organisations. This knowledge will enable them to identify the 
appropriate interventions to drive and support the representation of African females as 
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managers and leaders in South African organisations, which will directly impact their 
labour- and economic participation. 
 
The industry in which individuals work also contributes to the experience of African 
female leaders; the specific focus of the present study is banking within the financial 
services industry, due to the tremendous pressure it has been under since the 
economic downturn. The management of financial institutions and whether different 
management approaches could have prevented the global economic crisis is one 
debate that has arisen (Nelson, 2011). The financial crisis has had a significant impact 
on the economy and organisations, and organisations within the financial services 
industry have had to place greater emphasis on surviving the crisis. Therefore, 
leadership styles that may contribute to recovery, such as innovation and stimulation 
should not be restrained. Greater representation in leadership positions may provide 
the required leadership behaviours after the financial crisis (Desvaux, Devillard, and 
Sancier-Sultan, 2009). The relationship between individuals and organisations 
impacts gender identities, thus the need to look at aspects of the organisation’s role 
(Ely and Padavic, 2005, 2007). Different types of organisations may lend themselves 
to differences in the way in which females undertake leadership positions (Eagly and 
Carli, 2008). 
 
In the South African context, 10.5% of the contribution to the country’s gross domestic 
product (GDP) and 4% of employment representation come from the financial services 
industry. Of the financial services industry assets, banking represents just over 50% 
(Banking, 2012). Major contributors to the total banking assets are the four primary 
banks in South Africa, namely ABSA, Nedbank, Standard Bank, and FirstRand (which 
comprises First National Bank (FNB), Rand Merchant Bank (RMB), Wesbank, and 
Ashburton). Combined, they represented approximately 84% of total banking assets 
at the end of June 2012. With this representation, a considerable amount of 
employment is provided by the four major banks. Within the financial services industry 
in South Africa, the banking sector employs 150 000 people, with the four major banks 
employing over 95% of this population.  
 
Financial services influence the sustainability and growth of South Africa’s economy 
significantly. Research conducted by Fasset in South Africa in 2009 indicated that 
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females constitute 48% of all professionals, and that 34% of females are managers. 
In 2007, according to Fasset, the percentage of African females in executive and 
senior management in the financial services industry was 3.4%, a growth of 1% from 
the 2003 result of 2.4% (Fasset, 2009). This illustrates the limited representation of 
Black females in the financial services industry. 
 
There are also discrepancies between the behaviours of male and female leaders 
within the financial services industry. Females tend to display more risk aversion than 
males, coupled with a long-term perspective (Nelson, 2011). With the limited 
representation of females in leadership roles in the financial services industry, 
compared to their male counterparts, and identified differences in leadership 
behaviour, gender role identity differences come into play. Research indicates that, 
when females are employed in roles within industries that are viewed as incongruent 
with their traditional gender role, they are subjected to prejudice (Garcia-Retamero 
and López-Zafra, 2006). The African female leader in the financial services industry 
potentially faces multiple challenges related to perceptions of both race and gender 
(Jean-Marie, Williams, and Sherman, 2009; Holvino, 2010). 
  
Society's perception of females influences their selection into roles, how their 
performance is viewed, and the support they receive in the process of developing into 
leadership roles once they occupy these roles. Differences between males and 
females as leaders have generated much interest, with research exploring differences 
in style, barriers to leadership, stereotypes, and various theories of leadership (Lips, 
2009; Powell, 2011; Shum and Cheng, 2008).  
 
While previous research on females within the management and leadership domain 
has been done, these studies have focused predominantly on the West (Nkomo and 
Ngambi, 2009). Empirical research continues to indicate a persistent preference for 
male leadership (Schein, Mueller, Lituchy, and Liu, 1996; Sczesny, 2003; Willemsen, 
2002). In reviewing the proposed characteristics of good leadership, the preference 
for stereotypically masculine characteristics continues to reflect the notion that males 
make more suitable managers and leaders (Harris, 2002; Powell, 2011; Schein et al., 
1996; Sczesny, 2003). This poses challenges for female leaders, as what an 
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organisation views as good leadership may be different to female leadership 
characteristics.     
  
Society's structure is conventionally dominated by males, and reactions to males and 
females in leadership roles are influenced by this social convention (Lips, 2009). 
Organisations are a key focus area in the effort to redress existing societal inequalities 
(Acker, 2006). A change in organisational culture is required in order to achieve gender 
equality (Lord and Preston, 2009). 
 
Organisational culture is a consequence of how things are done in organisations, 
which includes organisations’ policies and practices. The inequalities that exist within 
organisations are associated with these environmental practices and processes 
(Acker, 2006), and the HR practices of organisations need an intentional focus on 
supporting the advancement of females (Hofmeyr and Mzobe, 2012). 
 
Research indicates that males tend to hold more traditional views of gender roles, and 
that these traditional views support males positions of power (Konrad and Harris, 
2002). The role traditionally played by females, that of mother and child-bearer, has 
resulted in perceptions that females are less capable than males in the work 
environment. This perception is intensified with regard to leadership roles (Hofmeyr 
and Mzobe, 2012). Organisational structures further strengthen this notion. With 
females still bearing the main responsibility for home- and family care, they find it 
difficult to regularly work beyond office hours. Females failing to achieve targets is 
then interpreted as an inability to match the performance of males, and it is not 
considered that females may not have the necessary support structures to work long 
hours (Hofmeyr and Mzobe, 2012).   
 
Stereotyping has a direct impact on whether individuals want to work for African female 
managers in leadership roles. This stereotyping results in the focus being, not on the 
leader’s abilities, but on the perceptions held by individuals of leadership 
characteristics. Furthermore, different cultures have different perceptions of 
leadership. Extensive literature is available on leadership characteristics, leadership 
types, and gender differences (Eagly and Johnson, 1990; Shum and Cheng, 2008; 
Yoder, 2001). However, explorations of the perceptions and stereotypes that exist 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
7 
 
regarding African female leaders have so far been limited. More research focusing on 
the impact of stereotyping of so-called African American females has been done in the 
USA. This research considered aspects such as the double jeopardy experienced by 
African American females — being both African and female (Jean-Marie, Williams, 
and Sherman, 2009; Holvino, 2010). Research indicates that African American 
females are helped, rather than hampered, by the stereotyping to which they are 
exposed. It was identified that people are more open to Black females being more 
domineering than White female. The expectation was that White females should be 
pleasant and polite, whilst it was perfectly acceptable for White males to be 
domineering. In contrast, people did not expect Black females to be communal in their 
relations with others, but rather expected them to be more domineering than Black 
males (Cooper, 2011). 
 
One of the crucial challenges in creating equity in representation is the issue of 
legitimacy. Females ability to successfully perform in senior roles is questioned, and 
the challenge in practice is to dispel such negative perceptions. The perception that 
females lack leadership ability contributes to resistance to having females in senior 
management roles (Dickerson and Taylor, 2000). Despite the fact that females begin 
their careers with a level of commitment, intellect, and education that is comparable to 
that of males, fewer females rise to the top (Barsh, Cranston, and Craske, 2008). 
Without changing society's mindset to one of regarding females as competent and 
talented, females will continue to be overlooked (Devillard, Graven, Lawson, Paradise, 
and Sancier-Sultan, 2012). 
 
The legislation, policies, practices, and social structures discussed above play a role 
in the barriers females face in the workplace and are associated with the glass ceiling. 
These barriers have been explored according to level, industry, and in terms of career 
advancement (Rowe and Crafford, 2003). Another contributor to the challenges 
females face in the workplace is the juggling of multiple roles and the impact of this on 
their work‒life balance. Societal expectations of females mean that some things 
continue to be female’s work, resulting in females attempting to meet the demands of 
both home and work. The call for organisations is to create policies and practices that 
enable females to achieve a work‒life balance as organisations and society strive for 
greater representation of female. This will require determined action and change of 
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society, organisations, individuals, and groups (Desvaux, Devillard-Hoellinger, and 
Baumgarten, 2007). 
 
The manager-subordinate relationship and the influence of gender are additional 
dynamics that deserve consideration. Gender may influence beliefs regarding 
leadership behaviour (Johnson, Murphy, Zewdie, and Reichard, 2008). The manager-
subordinate relationship between females produces a unique complexity, reflected in 
what is commonly referred to as ‘Queen Bee Syndrome’ or ‘Pull Her Down (PHD) 
syndrome. There is a persistent perception that females who become successful as 
leaders alter their behaviour in order to simulate that of males, as male characteristics 
are considered synonymous with the characteristics of good leaders (Hofmeyr and 
Mzobe, 2012).  
 
Looking holistically at African female leaders, gaining an understanding of how they 
are perceived in leadership roles in banking within the financial services industry will 
shed light on the prevalence of the ‘think manager, think male’ phenomenon within the 
cultural context of South Africa. Furthermore, females also have the ability to either be 
role models or to negatively impact other females, based on perceptions held about 
them (Hoyt and Simon, 2011). It is therefore important to understand how African 
female leaders are perceived. 
 
1.3 Statement of the problem 
 
African females were previously disadvantaged through a lack of full labour 
participation. This resulted in limited representation of African female leaders in senior 
leadership roles in organisations. This imbalanced representation formed the basis for 
the introduction of legislation and transformation and organisational practices to 
encourage the participation of African female. These practices to encourage 
participation have met with arguments regarding the eligibility of females to fill these 
senior roles, whether there is any merit in the leadership styles of females, and 
whether African female leaders can be good leaders. 
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1.3.1 Research questions 
 
The above problem statement resulted in the following research questions: 
 How are African female leaders from the financial services industry perceived 
by their subordinates, peers, and managers?  
 How do African female leaders within the financial services industry perceive 
themselves as well as think they are perceived by others?  
 Does the way in which African female leaders in the financial services industry 
think they are perceived by others influence their leadership style?  
 Is there any significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial 
services industry in terms of negative and positive leadership characteristics?    
 
1.4 Objectives of the study 
 
The primary objective of this study will be to explore perceptions held by the financial 
services industry about African female leaders, as well as the impact these 
perceptions have on these females. 
 
The secondary objectives are: 
 To understand how African female leaders from the financial services industry 
are perceived by their subordinates, peers and managers; 
 To identify how African female leaders within the financial services industry 
perceive themselves, as well as think they are perceived by others; 
 To establish if the way in which African female leaders in the financial services 
industry think they are perceived by others influences their leadership style; and   
 To determine if there is any significant difference in respondents’ perceptions 
of African female leaders, females, successful middle managers and males in 
the financial services industry in terms of negative and positive leadership 
characteristics.    
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From the research objectives, the following null and alternative hypotheses were 
formulated: 
 
Hypothesis 1 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial 
services industry in terms of negative leadership characteristics. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial 
services industry in terms of negative leadership characteristics. 
 
Hypothesis 2 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial 
services industry in terms of positive leadership characteristics. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial 
services industry in terms of positive leadership characteristics. 
 
The testing of above hypotheses is discussed in Chapter 5. 
 
1.5 Delineation of the study 
 
The study will explore how African female leaders are perceived in banking within the 
financial services industry, and the impact of these perceptions on the leaders. African 
female leaders and employees in banking within the financial services industry will 
constitute the participant group. 
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1.6 Motivation for the study 
 
According to the 2011 mid-year data estimates provided by Statistics South Africa 
(Stats SA), the labour force review indicates that females constitute 52% of the South 
African population and 45% of the workforce. This representation is not reflected in 
the leadership domain (BWASA, 2011a). BWASA research in 2017 indicates that, in 
South Africa, where females currently make up 51% of the overall population and 
44.3% of the workforce, only 20.7% of directors’ and 29.4% of executive roles are held 
by female. The numbers diminish to a mere 11.8% for chairperson positions (BWASA, 
2017). The representation of African females in leadership positions remains a 
challenge for organisations, and the need for corporates in South Africa to transform 
is critical. The figure below provides a historic view of female’s representation.  
 
Table 1.1 BWASA Comparative Census Pyramid, 2008‒2017 
 2008 2010 2011 2012 2015 2017 
CEOs/Chairpersons 7.8% 10.4% 9.7% 9.1% 11.6% 11.8% 
Directorships 14.3% 16.6% 15.8% 17.1% 21.9% 20.7% 
Executive 
managers 
25.3% 19.3% 21.6% 21.4% 29.3% 29.4% 
Women as % of the 
employed 
population 
42.2% 44.6% 45.1% 43.9% 45.8% 44.3% 
Women as % of 
total SA population 
51.0% 51.6% 51.3% 52.0% 51.2% 51.0% 
Source: Adapted from BWASA (2017: p. 11) 
 
The increase in representation of females in the workplace is encouraging. However, 
the pace of growth in representation is worrying. In South African organisations, the 
results of the females in Leadership Census paint a glaring reality of the representation 
of females — that they are still clearly in the minority. The results indicate that there 
has been an increase in the number of female executive managers from 25.3% in 
2008. This number dipped in 2010, to 19.3%, and rose over the following nine years, 
to its current high of 29.4%. Similarly, directorships were at their highest, at 20.7%, in 
2017, up from 14.3% in 2008, and CEO/chairperson representation of females 
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followed this trend, and was at its highest in 2017, at 11.8%, versus 7.8% in 2008. The 
trend indicates that these numbers vacillate year on year, resulting in a slow increase 
in female’s representation (BWASA, 2018). Females in South Africa are better 
represented than their international counterparts with regard to directorships and 
executive manager positions (BWASA, 2011b). The landscape of females in 
leadership presents an opportunity for further development and representation of 
females, as the development of females into more senior roles continues to be a 
challenge for private and public organisations in South Africa (Hofmeyr and Mzobe, 
2012). 
 
The representation of females in the workplace has several implications. It allows 
females to enjoy full economic participation, which contributes female's economic 
freedom, reduces unemployment, and stimulates growth in the economy. Globally, 
processes have been implemented to promote gender diversity in organisations 
(Desvaux et al., 2007). These processes address issues such as transformation, 
advancement, and flexible work arrangements. 
 
Women bring diversity to the workplace, which contributes to the variety of leadership 
styles. This potentially provides organisations with a competitive advantage (Desvaux 
and Devillard, 2008; Desvaux et al., 2009, 2007; Devillard et al., 2012). The 
importance of gender diversity is evident in certain leadership behaviours being more 
frequently applied by females, which behaviours enhance an organisation's 
performance and have shown to be invaluable in meeting future business 
requirements (Desvaux and Devillard, 2008).  
 
The challenges encountered by females relate to perceptions of typically male 
leadership styles being considered superior and more effective, the gendered nature 
of organisations, work roles being incongruent with the female gender role, and the 
dynamics of females leading female. A further challenge is that leadership itself is 
gendered, as is the societal context in which leadership operates (Yoder, 2001). 
Leadership theories are largely based on Western male contexts. Limited research 
has been done within the South African context, which displays its own cultural 
dynamics (Nkomo and Ngambi, 2009). 
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An imperative aspect is understanding how African female leaders experience being 
a leader, and how they are perceived within the financial services context. 
Understanding the role of the African female as a leader in corporate South Africa may 
build organisations, cultures, policies, and practices that foster the growth, 
development, advancement and placement of African females into more leadership 
roles where they can function as decision-makers. This transformation will have a 
positive impact on individuals, organisations, and South African society. In reviewing 
the representation of females in executive management (director) roles across South 
Africa by sector, BWASA (2017) found that the leading area is the consumer services 
sector at 40.2% followed closely by the technology sector at 36.8%, and thereafter the 
financial services industry at 27.3%. The sector with the lowest representation was oil 
and gas sector at a mere 9.1%. According to a study by McKinsey (2018) across North 
America within the financial services industry, Black females occupy one in five roles 
at entry level; however, higher up in organisations, their representation is low. This 
phenomenon is mirrored in the South African context. To explore the topic further, the 
next section will review the current level of knowledge on the problem, based on 
existing research and literature. 
 
1.7 Current level of knowledge on the problem  
 
Much of the literature on females in South Africa emphasises the status of females in 
leadership and managerial roles (Littrell and Nkomo, 2005), and comparisons are 
done using Western views of leadership.  
 
1.7.1 Perceptions of African female leaders 
 
The proposed study will aim to gain an understanding of leaders' and subordinates' 
experiences in the diverse South African context (Littrell and Nkomo, 2005) by 
understanding how female African female leaders perceive themselves and are 
perceived by others. The relationship between leadership characteristics and gender-
role stereotypes needs to be further understood within a variety of contexts (Schein, 
2001), South Africa being one. The impact of culture and its values and traditions on 
leaders' style and behaviour has gained much research interest (Littrell and Nkomo, 
2005). The influence of cultural values and traditions on leaders’ attitudes and 
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behaviours has been examined (Hofstede, 1998; Den Hartog, House, Hanges, Ruiz-
Qintanilla, and Dorfman, 1999 as, cited in Littrell and Nkomo, 2005). With the paucity 
of research on South African females in leadership and the drive to increase their 
representation in organisations, it is critical to understand the dynamics of the South 
African context. 
 
Research shows that females in South Africa encounter barriers, which are similar to 
those of their female counterparts globally, especially in respect of career pathing and 
their ability to progress into more senior roles (Erwee, 1994; Erasmus, 1998; Mathur-
Helm, 2002, cited in Littrell and Nkomo, 2005). This impacts their development into 
leadership roles, their experiences as leaders, and how they then behave as leaders. 
African females encounter substantial gender-related barriers to their upward mobility, 
such as misconceptions and stereotyping (Nkomo and Ngambi, 2009), despite the fact 
that they are talented and educated and display commitment to their careers (Littrell 
and Nkomo, 2005). A further challenge encountered by females is that of managing 
the demands of both work and home, resulting in role conflict (Hofmeyr and Mzobe, 
2012). 
 
Culture has a substantial impact on the status of females in different countries, 
stereotypes based on gender, family and work relationships, as well as general 
socialisation. Hence, it is critical to not homogenise the experiences of African female 
leaders (Nkomo and Ngambi, 2009). Black females in South Africa, which term 
includes African females, suffer a double disadvantage: gender bias and the remnants 
of political discrimination during Apartheid. The experiences of Black females are 
further differentiated based on whether the individual is African, Coloured, or Indian, 
due to different culture backgrounds and experiences. The focus in the current study 
is on African female leaders specifically. The discrimination they faced formed the 
basis for African females having limited opportunities and access to education, as well 
as the historic absence of equal opportunities (Hofmeyr and Mzobe, 2012). This 
resulted in limited representation of African females as leaders, a scarcity of skills in 
certain disciplines, and questions regarding the eligibility and competence of African 
female.  
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Female leaders in South African are viewed as displaying leadership behaviours that 
differ from those of traditional male leaders, and they have been perceived as not 
having leadership potential (Littrell and Nkomo, 2005). These perceptions are further 
amplified by perceptions related to race, whereby females of colour, specifically 
African and Coloured females, have to contend with additional stereotyping due to 
their historical roles (Littrell and Nkomo, 2005). 
 
In research conducted by Booysen and Nkomo (2010) in South Africa, the results 
indicated that both White and Black males held the perception that they had a greater 
likelihood than females of possessing the requisite abilities and competencies to make 
them successful as managers. Furthermore, it has been suggested that managerial 
stereotyping and gender differentiation are more prevalent in Black males than in 
White males. The results also indicated that Black females had the highest rating of 
characteristics aligned with successful management. This finding of characteristics 
associated with females being more conducive to success in management is rare; it 
has only been found in one other known country study, in Canada. The historically 
disadvantaged position of African females may mean their view of leadership is 
influenced by experiences of their larger race group and political struggles. Their views 
may thus be entrenched in the strong leadership roles females played during the 
political struggle in South Africa.  
 
A trend experienced in the last decade has been a global growth of female leaders 
has been. The South African context is rich in history and contextual influences and 
understanding perceptions of African female leaders is a critical component of the 
study of leadership. 
 
1.7.2 The influence of gender   
 
As mentioned earlier, various views are held by subordinates of leaders, based on 
gender and subordinates' perceptions of leaders' behaviour (Bartol and Wortman, 
1975). Compared to males and younger individuals, females and older individuals may 
show greater prejudice against a female leader (Garcia-Retamero and López-Zafra, 
2006). 
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PHD syndrome refers to females not supporting, but rather obstructing, each other's 
advancement (Hofmeyr and Mzobe, 2012). Queen Bee syndrome is a term coined to 
describe a general phenomenon of females who are successful in traditionally male-
dominated environments due to their individual efforts who oppose the development 
of other females (Ellemers, Heuvel, Gilder, Maass, and Bonvini, 2004). The Queen 
Bee gains pleasure from being the first and only successful woman, and she does not 
assist another female. She achieved success, and is then unwilling to assist other 
females, as she is disgruntled about not having received assistance herself (Malveaux, 
2005). Queen Bee syndrome and PHD syndrome and Bitch syndrome refer to possible 
dynamics in the female-to-female leader-subordinate relationship, further impacting 
the role of the female leader in how she manages this dynamic. 
 
1.7.3 How female leaders are perceived  
 
The differences in leadership approaches that males and females use are debated 
extensively, resulting in consensus that males and females generally display different 
leadership styles (Appelbaum, Audet, and Miller, 2003; Growe and Montgomery, 
1999). These differences contribute to the barriers females face in aspiring to 
leadership roles. 
 
The phenomenon of ‘think manager, think male’, identified by Schein (1970, 2001: 
675) using samples in the USA, is a global phenomenon (Booysen and Nkomo, 2010; 
Powell, 2011; Schein et al., 1996). A general belief is that female leadership is less 
likely to be effective. Since Schein’s original work, several scholars have explored the 
stereotype of manager-as-male in their research. Some of these areas of study have 
simulated Schein’s study, verifying the phenomenon (Booysen and Nkomo, 2010). An 
exception to this is the work of Orser (1994); respondents considered the 
characteristics of female managers superior to those of male managers (Booysen and 
Nkomo, 2010). This earlier work by Schein was extended to the UK, Germany, China, 
and Japan, as well as in updating previous research done in the USA. A consistent 
factor amongst these studies is the correlation between accredited manager 
characteristics and male attributes, which are considered to be superior to those of 
female managers (Booysen and Nkomo, 2010). 
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In organisations, female leaders are thought to be unable to meet leadership 
requirements, due to their being different from males (Maleki and Karamzadeh, 2012). 
Socialisation supports the perception that female’s leadership style is less effective 
than that of males. This perception is due to stereotypically masculine characteristics 
being valued and rewarded in organisations, resulting in females being highly aware 
of the more masculine attributes and being taught to alter their behaviour (Wicks and 
Bradshaw, 1999, in Appelbaum et al., 2003). 
 
These stereotypes indicate that although there may not be significant variances in the 
overall performances between leaders based on gender, the prevalent perception is 
that successful leadership is defined by considering males rather than females 
(Ellemers et al., 2004). The notion that male leadership is better than female 
leadership, or vice versa, is contested. Effective leadership does not reside with either 
the male or the female leadership type. Both can learn from each other (Appelbaum 
et al., 2003). With the current changes in the world, there is an emerging argument 
that female leadership styles may be more effective than masculine leadership (Maleki 
and Karamzadeh, 2012). In team-based environments relying on consensus between 
members, the leadership styles of females may, in fact, be more effective. These types 
of structures and team-based environments are more common in organisations today 
(Appelbaum et al., 2003). Popular leadership books indicate the move towards greater 
emphasis of female leadership in the workplace, with the perception that effective 
leadership is congruent with how females lead (Maleki and Karamzadeh, 2012). 
 
Different models of leadership promote different aspects of leadership. The McKinsey 
group created a leadership model based on interviews with females from around the 
world that is directed specifically at females in leadership and how they can become 
more effective. This model refers to “centred leadership”, and is directed at the 
enhancement of female’s leadership (Barsh et al., 2008). The representation of 
females in senior levels in organisations and diversity in the leadership styles in 
organisations have been identified as having the ability to give organisations a 
competitive edge, which is crucial to organisations' survival (Desvaux and Devillard, 
2008). 
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The association of a leadership style with a gender and effectively employing this in 
organisational contexts that are predominantly masculine will be considered in the 
present study. Research has implied that, in these environments, males are more 
effective than their female counterparts in roles that are considered more masculine, 
and vice versa (Eagly, Steven, and Makhijani, 1995). The dilemmas facing female 
leaders extend to the environment in which they work, and the interplay of the gender 
prescribed for the leadership role juxtaposed against their gender role. 
  
The debate has moved beyond motivating the representation of females in leadership. 
Profitable organisations understand the significance of successful teams (Moskal, 
1997; Nelson, 2006), and many teams have females in key roles. It has been shown 
that female managers contribute significantly to making organisations profitable 
(Moskal, 1997). The phenomenon of ‘think manager, think male’ has been widely 
documented. However, there is limited research on the combined effects of gender 
and race in this phenomenon (Booysen and Nkomo, 2010: 286). The leadership 
debate has moved to the dynamics faced by female leaders, the interplay of leadership 
with gender, race, and class, the role of organisations and society, and the perceptions 
held of female leaders. 
 
1.7.4 The relationship between perception and leadership style  
 
The influence of gender stereotypes on the perceptions held of leaders and managers 
is recognised in research (Booysen and Nkomo, 2010). The perception dictating that 
good managers are males persists (Powell, Butterfield, and Parent, 2002; Willemsen, 
2002). Aspiring female leaders face a dilemma regarding leader and gender 
stereotypes, a marked disadvantage, and they are faced with the perceived 
incompatibility between the role they play as leaders and their gender role (Powell, 
2011). 
 
What individuals deem as a good leader is a result of the alignment between what is 
preferred in the role of a leader and the characteristics that are stereotypically 
accredited to the leader. This results in a tendency to prefer male leaders over female 
leaders (Brown, Diekman, and Schneider, 2011). In organisations, expectations theory 
and social role theory indicate that the perception of males being more capable than 
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females creates inequalities (Nkomo and Ngambi, 2009). Role congruity theory 
indicates that, in the leadership domain, females are less likely than males to develop 
into leaders when what is expected of the leadership role differs from the female 
gender stereotype (Ritter and Yoder, 2004). 
 
Gender stereotypes influence how males and females perceive leadership (Sczesny, 
2003). As leadership is, in itself, gendered, females entering leadership roles have to 
deal with stereotypes of female leaders (Yoder, 2001). Gender plays a social role, and, 
as such, history, culture, and societal beliefs and values contribute to the roles 
associated with males and female. The dominance of masculine values in society is 
also transferred to the work environment (Hofmeyr and Mzobe, 2012). 
 
Attitudes towards females in executive roles as leaders have improved. This 
improvement relates to the willingness and comfort of individuals to work for a woman, 
an increase in optimism about the idea that the business could accept a female 
manager, and the erroneous belief that females must be exceptional to be successful. 
This improvement, however, has not translated into significant improvements in 
representation of female managers (Carlson, Kacmar, and Whitten, 2006). 
 
Exposure of individuals to female bosses reduces gender bias (Elsesser and Lever, 
2011). This further encourages the representation of females, as having a female 
leader may contribute to dispelling misconceptions regarding female leaders. 
Substantial differences in self-perception versus subordinates’ perceptions may, 
however, have a negative impact, resulting in diminished leadership effectiveness 
(Seltzer, 2004).  
 
Research indicates that aside from those individuals who have no partiality regarding 
their manager’s gender, there is partiality for a male manager (Elsesser and Lever, 
2011; Powell, 2011). A Gallup survey conducted amongst American workers indicated 
a preference for male managers by both males and females (Carroll, 2006). A review 
of research comparing the leadership styles of males and females indicated proof for 
the absence, as well as the presence, of variances between males and females (Eagly 
and Johnson, 1990). 
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Part of the dilemma females in leadership face is around how they present themselves 
as leaders and what repercussions they face. Research indicates that powerful 
females who are more vocal will experience some backlash; this opinion was elicited 
from both male and female respondents. For females to achieve success in 
organisations, this may necessitate that they find resourceful strategies to steer 
through the challenges in power hierarchies (Brescoll, 2012).  
 
The stereotypical expectation of females is that they will lead more democratically than 
males (Eagly and Johnson, 1990). Sensitivity is strongly associated with female 
leadership, while male leadership is associated with masculinity, strength, and tyranny 
(Johnson et al., 2008). Females are viewed as more effective than their male 
counterparts in leadership positions associated with care-taking, whilst males are 
viewed as more effective in positions that require the leader to take charge (Prime, 
Carter, and Welbourne, 2009). 
 
Stereotyping implies that, in order for females to be perceived as effective, they need 
to display characteristics associated with males (Powell, 2011). According to Johnson 
et al. (2008), for females to be perceived as effective, they need to display styles 
attributed to both males and females, whereas males need only display masculine 
characteristics. Stereotyping has an impact on the perceived potential of females and 
may also impact on how their achievement is evaluated, resulting in biased evaluation. 
This is not the case with their male counterparts, whose performance is automatically 
attributed to competence (Ellemers et al., 2004). Gender stereotyping creates bias 
against females, not only in selection for managerial roles, but also in opportunities for 
promotion and training decisions (Schein, 2007, cited in Booysen and Nkomo, 2010). 
 
An indication of where contextual influences and cultural background potentially 
further influence perceptions is within the American context. Research has 
differentiated the experiences of African American females, and recognised that their 
life experiences may be culturally different to that of their counterparts by recognising 
the intersectionality that exists for them, which combines their race, the effects of their 
gender, and the effects of their social class (Byrd, 2009; Jean-Marie et al., 2009; Lloyd-
Jones, 2009; Stanley, 2009). Intersectionality, according to feminist research, refers 
to differences in categorisation such as race and gender converging; these cannot be 
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analysed separately, as they impact each other (Booysen and Nkomo, 2010). 
Experiences and perceptions are shaped by race and gender, hence the need to 
examine both simultaneously (Booysen and Nkomo, 2010). 
 
It is argued that Black females generally hold a perspective that is influenced by their 
history of struggle and oppression. Black females have been shown to have different 
organisational experiences than their White counterparts, coupled with differing 
perceptions on barriers within organisations (Booysen and Nkomo, 2010). The 
perceptions and experiences of Black females indicate a negative effect on their 
organisational experiences, due to sexism and racism. In contrast to this, White 
females indicate greater career mobility, even though they still experience barriers 
linked to gender (Booysen and Nkomo, 2010).  
 
Perceptions result in great demands being placed on females, specifically African 
females, who must contend with the bias against both race and gender. This affects 
how they perform as leaders. A further dynamic in place is perceptions of the leader-
subordinate relationship and the gender of the subordinates, further complicating 
perceptions of leaders. 
 
1.7.5 The influence of perceptions held by others 
 
How females are perceived undoubtedly influences how they consequently behave as 
leaders, as external perceptions have the ability to ultimately impact self-perceptions 
(Steele, 1997, in Mosleyanderson, Terrell, and Lloyd, 2001). Understanding how 
females think they are perceived and the impact of this belief on them as leaders is 
important, as they may internalise this feedback, and negative perceptions about them 
may impact their self-confidence (Dickerson and Taylor, 2000). 
 
It is important to understand the accuracy of leaders' self-perception, as this appears 
to be a prerequisite for individual growth, as well as the transformation of an 
organisation. Research indicates that managers have a tendency to overestimate their 
level of competence (Herbst and Conradie, 2011), with disparities in how they view 
their competence in relation to that of others.  
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1.8 Value-add of the proposed research 
 
From a theoretical perspective, the proposed study will supplement the existing body 
of knowledge regarding leadership, with a specific focus on understanding the 
influences of race and gender with reference to African female leaders. This deliberate 
focus on African female leaders will aim to address the paucity of research in this 
arena. 
 
From a practical application perspective, the findings of this research may provide 
valuable insight by highlighting perceptions held of African female leaders in banking 
within the financial services industry in South Africa, impacting perceptions of their 
leadership approach. The aim is to make meaningful recommendations for practical 
implementation. 
 
1.9 Research design and methodology 
 
The following discussion explains the design and methodology that the study 
employed. It details the researcher’s methods, as well as the sampling technique, 
target population, sample size, research procedure, and data analysis. It also presents 
relevant ethical considerations, which the researcher observed throughout and for the 
study. The research will be empirical in nature, using the Three Worlds Framework for 
understanding social research, and will address a real-life problem from a World 1 
(everyday life and lay knowledge) perspective, that of limited representation of female 
African leaders. The proposed study will address this scarcity within the scope of 
World 2, that of science and scientific research, using the World 1 phenomenon as the 
object of inquest, the goal being to establish “truthful knowledge” (Mouton, 2001: 138). 
 
To achieve rigour in the research, triangulation will be employed, also referred to as 
the ‘mixed-methods approach.’  This is defined as the application of multiple research 
methods in one study (Casey and Murphy, 2009; Kelle, 2006; Olsen, 2004; Ostlund, 
Kidd, Wengström, and Rowa-Dewar, 2010). In qualitative research, triangulation is 
defined as combining multiple qualitative methods, or qualitative and quantitative 
methods (Cooper and Schindler, 2006), with the aim of achieving thoroughness in the 
research. The use of triangulation can thus be applied ‘across methods’ or ‘within 
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method’ (Casey and Murphy, 2009). The present research will apply triangulation 
across method, employing quantitative questionnaires to gain an understanding of 
perceptions from a wider population that interfaces with African female leaders in the 
financial services industry in South Africa and qualitative interviews to gain an 
understanding from the view of African female leaders, as well as those of 
subordinates, managers, and their peers of such female.  
 
The proposed study will employ triangulation in two phases of analysis; therefore, 
sequential triangulation will be employed (Casey and Murphy, 2009). The first phase 
is quantitative and will require the distribution of questionnaires. The second phase is 
qualitative in nature, where semi-structured interviews will be conducted with female 
African leaders in banking within the financial services industry, as well as with 
subordinates, managers, and peers of such female. The two methods will then be 
triangulated for completeness of data, which allows for comparison to obtain a holistic 
view of the perspectives of the various participants (Casey and Murphy, 2009). The 
mixed-method approach is not merely the use of qualitative and quantitative methods 
and analysing the resultant data; the two methods are used in tandem to strengthen 
the overall study (Creswell, 2009) in terms of the reliability and generalisability of the 
results elicited. The following figure is an overview of the research phases to be 
followed: 
 
Figure 1.1 Overview of the research design 
 
PHASE 1: QUANTITATIVE     PHASE 2: QUALITATIVE          INTERPRETATION 
          
 
The overview of the research design framed the research process; the following 
section discusses the research phases in greater detail.  
Sourcing of the 
quantitative 
questionnaire 
Pilot study and 
refinement
Questionnaire 
distribution to 
sample 
population
Analysis of data
Formulation of 
the qualitative 
interview 
questions 
Review and 
refinement
Interviews with 
sample group
Analysis of data
Discussion of 
findings/results 
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1.9.1 Phase 1: Quantitative research approach 
 
The following provides an outline of the first phase of the research; this phase is 
comprised of quantitative questionnaires and will allow for the exploration of 
correlations between variables to test objective theories (Creswell, 2009). The 
quantitative research paradigm will be employed in Phase 1 of the research. 
Quantitative research is aimed at finding a measurement of the chosen area of focus 
and is often utilised to test theories. The focus of quantitative research may be 
described as to describe, provide an explanation, and predict (Cooper and Schindler, 
2006). 
 
This study will be cross-sectional in nature, in that the research will be conducted once. 
It will not be repeated over a period and, as such, will represent a snapshot of a single 
point in time (Cooper and Schindler, 2006). The study will be empirical in nature, 
employing primary data collected from participants. A survey will be utilised to obtain 
the views held of African female leaders in South Africa. 
 
 Research strategy 
 
The quantitative strategy to be used in Phase 2 is that of a survey. A questionnaire 
will be administered to participants, comprised of questions regarding their perceptions 
of African female leaders. The four major banks in South Africa will be approached to 
obtain access to conduct the research. Relationships will be established with the HR 
managers to assist in the distribution of the on-line surveys. These surveys will be sent 
to the entire sample group to which access is granted.  
 
 Research method 
 
This section provides detail of the quantitative component of the study, elaborating on 
the participants and sampling, data-gathering methods, research procedure, and 
statistical analysis. Throughout this research process, the researcher will employ 
strategies to ensure quality, such as validating the questionnaire to be used, 
maintaining ethical standards, and ensuring informed consent of all participants. 
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1.9.1.2.1 Participants and sampling 
 
The population will be composed of individuals employed in one of the four major 
banks within the financial services industry. The population includes individuals from 
a variety of different job levels, job roles, and financial institutions. The population is 
comprised of both males and females of different races. 
 
Questionnaires will be distributed using non-probability sampling. Purposive sampling 
will be employed, which refers to samples available to the researcher, identified based 
on accessibility and using judgement of research study relevance (Cooper and 
Schindler, 2006). This will be done by gaining permission to conduct research in 
several organisations within the financial service industry. 
 
Time frame and cost of the research have been considered in determining the 
sampling methodology. However, limitations in this regard do not negate the 
importance of obtaining a representative, relevant sample and mitigating sampling 
errors. The proposed minimum sample for this study is 400 (N = 400) participants. 
This sample size is based on the estimated length of the questionnaire and, as such, 
may change, based on the final questionnaire design.  
 
1.9.1.2.2 Data-gathering methods 
 
Data will be gathered by using questionnaires as a cost-effective method, 
supplemental to data that will be gathered during the qualitative research phase. 
Distribution will occur by consulting with financial institutions to gain access and 
permission to send electronic questionnaires to their staff. A concern around surveys 
is a low response rate (Cooper and Schindler, 2006), as it poses a limitation to the 
study. 
 
The process will entail designing a study questionnaire, as well as conducting a 
relevant pilot, which will be used to determine the research instrument’s 
appropriateness for the study’s requirements. The piloting of a questionnaire confirms 
items that may not create variance and need to be reviewed, confirms the adequacy 
of instructions, and determines if instructions and items were understood by 
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participants (Bryman and Bell, 2003). The questionnaire will be reviewed and tested 
by conducting a small pilot study amongst a sample group that has comparable 
characteristics to that of the target population. This pilot study will test the language 
and terminology used, to ensure that the questionnaire is understandable to 
participants. Any required changes identified from the pilot study will be made prior to 
distributing the questionnaire to participants. The final questionnaire will be sent 
electronically to the sample group for completion. 
 
In evaluating the construction of a questionnaire, two important issues need 
consideration: validity and reliability. Validity refers to whether the questionnaire 
indeed measures what it states it measures. The second component is reliability; this 
refers to the tool's or questionnaire’s capability to consistently measure the concept it 
proclaims to measure. Both validity and reliability will be considered in more detail 
accordingly. 
 
1.9.1.2.3 Statistical analysis 
 
The data collected from the respondents will be electronically collated into one central 
location for analysis. With respect to analysing the data, the appropriate statistical 
procedures will be applied. These will ultimately be guided by the research question 
at hand, requiring the illumination of relationships, as well as relevant comparisons. 
The tool that will enable this process is the Statistical Package for the Social Sciences 
(SPSS). Descriptive and inferential statistical analyses will be conducted to define the 
data. Appropriate tests will be used to assess differences in means between groups, 
and analysis of variance will be performed where applicable. 
 
1.9.2 Phase 2: Qualitative research approach 
 
The following provides an outline of the second phase of the research, which will be 
qualitative in nature, whereby the researcher participates in the fieldwork (Mouton, 
2001) through the process of data collection. The ontology and epistemology will now 
be discussed to provide insight into how the researcher will approach the research.  
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The epistemology of the present researcher, also referred to as the assumptions 
around knowledge and how it may be created (Myers, 2009), is that of interpretivism. 
This World 3 (meta-science) perspective is the self-correcting mechanism (Mouton, 
2001). The interpretive assumption allows for the identification of culturally derived and 
historically situated interpretations of the social world. The focus is on understanding 
rather than explaining, and on process rather than on facts. In interpretivism, the 
ontology is centred on understanding more about the underlying phenomenon being 
investigated, rather than deriving mathematical relationships (Hughes, 2006). The 
researcher applies explanations of participants’ experiences, thus going beyond 
merely ascertaining how participants view and describe their social worlds (Schurink, 
2012). 
 
This research approach was selected to understand the phenomenon from the 
perspective of a complete view of how African female leaders are perceived, the 
impact of these perceptions on them, and the role of contextual variables. The 
approach will be aimed at exploring the experiences of the individuals, and to 
understand the leadership dilemmas of African female leaders within the South African 
context in relation to current theory. 
 
There are various methodologies within the qualitative approach, such as in-depth 
investigation to establish a verdict where data is circumstantial, self-reported, or 
gained from eyewitness accounts. It addresses questions about how and why 
something is happening. The data obtained are mainly descriptive, although, at times, 
it may be quantitative in nature. Emphasis is placed on the exploration and insight 
gained (Hughes, 2006). 
 
In employing this approach, the role of the researcher is to review the data and then 
reach a decision based on what is reasonable according to the evidence obtained and 
the strength of the argument (Hughes, 2006). During the interview process, the 
researcher is the vehicle through which reality is discovered, based on the belief that 
reality is socially constructed and based on people’s articulation thereof (Andrade, 
2009). The interviews with the African female leaders and subordinates, managers, 
and peers of such females will thus form the basis for understanding their experiences. 
The researcher works inductively from general to specific themes through the 
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interpretation of meaning from the data (Creswell, 2009). This form of research 
requires motivation for the decisions made (Hughes, 2006). 
 
 Research strategy 
 
From the research approach above, the appropriate research strategy was derived. In 
reviewing the most suitable qualitative strategy, interviews were selected. A cross-
section of African female leaders will form the participant group. They will be 
interviewed, to understand what perceptions they believe are held about them and 
what they experience as leaders. 
 
 Research method 
 
The research method provides detail on the research setting, entrée, the researcher’s 
role, sampling, management of the data, and reporting. Throughout the proposed 
research process, the researcher will employ strategies to ensure quality by following 
the research procedures while maintaining ethical standards and objectivity. 
 
1.9.2.2.1 Research setting 
 
The research will be conducted in South Africa, within the four major banks in the 
financial services industry. The location of participants will not be limited to a province 
or area but will be determined by access granted by the organisations and participants’ 
willingness to contribute to the study. 
 
1.9.2.2.2 Entrée and researcher’s role 
 
From an industry perspective, the researcher will approach individuals who work at 
the four major banks within South Africa’s financial services industry. The research 
study’s objectives and benefits will be explained, as well as the research process, 
ethical considerations, and the desired outcomes. The objective will be to accurately 
position the research and obtain informed consent. The researcher’s role herein is to 
facilitate the research process in a manner that maintains the integrity of the process, 
the dignity of the participants, and the overall quality of the study. The researcher will 
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conduct the interviews, and then analyse and interpret the collected data and make 
recommendations. 
 
1.9.2.2.3 Sampling 
 
The issue of sampling is important, especially taking into consideration the limited pool 
of African female leaders. Purposive sampling will be used, which intentionally selects 
a group in instances where the population of the study may be difficult to find or rare. 
The definition of a leader for the purposes of this research is an individual that fulfils a 
management role within a bank, at a group or divisional level, cluster level, or business 
unit management level. This role within the organisation affords her the authority to 
make decisions and/or manage and control operations within her functional area of 
expertise. These individuals typically report to the Chief Executive Officer (CEO), the 
Chief Operations Officer (COO), Managing Director (MD), General Manager (GM,), 
Business Unit Head, or a Functional Head. 
 
The sample was 10 (N = 10) African female leaders to establish a view of differences 
and/or similarities in experiences in relation to the available theory and topic of 
research. To obtain perspectives of people that they interact with, the sample further 
included 5 (N = 5) subordinates of African female leaders, 5 (N = 5) peers of African 
female leaders and 5 (N = 5) managers of African female leaders, which totalled 25 
(N = 25) interviews. This selection was also informed by the limited representation of 
females in leadership roles, which becomes further diminished when the focus is 
placed on African female leaders. Having completed the discussion on sampling, the 
focus now turns to the process of data collection.  
 
1.9.2.2.4 Data collection methods 
 
The primary method that will be used to collect data will involve in-depth, open-ended, 
semi-structured interviews with African female leaders within the financial services 
industry, as well as with their subordinates, managers and peers. The open-ended 
nature of the interview questions will allow participants to elaborate freely and will 
enable the researcher to ascertain what participants deem relevant. The ability to 
deviate from the schedule and ask follow-up questions enables the gathering of data 
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with richness and depth (Bryman and Bell, 2003). The interview structure provides an 
opportunity for the researcher to probe the complexity of each participant’s 
circumstances, whilst maintaining consistency with the questions, and not limiting the 
participant’s responses. These interviews will be predominantly focused on eliciting 
feedback on their experiences from African females as leaders in banking within the 
financial services industry from themselves and from those who interact with them on 
a regular basis: their subordinates, managers, and peers.  
 
1.9.2.2.5 Data collection and analysis  
 
The appropriate process selected for data collection will involve the recording of 
interviews. To enable the analysis of the recorded data, the interviews will be 
transcribed, where after content analysis will be conducted.  
 
1.9.3 Ethical considerations 
 
To ensure sufficient care for participants and quality of the research, certain measures 
and strategies will be employed. These practices will also ensure the consistent ethical 
treatment of participants and adherence of the study to ethical standards in research. 
These measures will include the following: transparency throughout the process, 
obtaining informed consent, adherence to requirements set by the University of 
Johannesburg, proper care and management of data, and confidentiality. 
 
1.10 Summary 
 
The representation of African females in leadership positions is limited in the South 
African context. Leadership research indicates several barriers encountered by 
females in advancing into leadership roles, due to pervasive negative perceptions of 
African females as leaders. The stereotypes held of females’ impact on the 
opportunities they are afforded, the support they receive, the desire of individuals to 
be managed by them, and the relationship dynamics with other females. The history 
of South Africa provides a unique backdrop to the experiences of African female 
leaders, who are impacted by both race- and gender bias.  
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The implications of the findings of the proposed research study will enable a better 
understanding of African female leaders within the financial services industry. This is 
an opportunity to identify the perceptions associated with them and how these 
perceptions impact them. The paucity of research regarding the perceptions of African 
female leaders in South Africa requires that further study be conducted in this area, 
and the proposed research study will contribute to this body of knowledge
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CHAPTER 2: Contextualising Leadership  
2.1 Introduction          
 
Leadership and management discourses have, in recent years, received significant 
attention from academia and academic research centres, research and knowledge-
creation institutions, as well as corporate and state-owned organisations globally. At 
the beginning of the 20th century, interest in leadership increased, with initial theories 
of leadership being centred around the components that distinguish leaders and non-
leaders. Theories that followed looked closer at the influence of further variables, such 
as situational influences and skill levels (Malos, 2012).     
 
Leadership development has been an ongoing area for building theory and conducting 
research, which has built a foundation that is more scientific and evidence-based, 
fuelling practitioners’ long-standing interest in leadership (Day, Fleenor, Atwater, 
Sturm, and McKee, 2014). Of interest and further significance to this discourse has 
been the increasing discussion around the need for differentiation between the two 
concepts leadership and management. Undeniably, both constructs can be 
considered highly relevant, and can therefore be influential as catalysts for 
organisational development and change characteristics, practices, and processes.  
 
The present research focuses mainly on the realm of management and leadership. 
Robbins (2005) describes the difference as follows.  Management can be defined as 
utilising power from a designated formal rank to acquire compliance and obedience 
from individuals within the organisation. Leadership may be defined as being the 
competence of an individual to influence multiple individuals towards the attainment of 
objectives or set goals. Leadership, according to Karanika-Murray, Bartholomew, 
Williams, and Cox (2015), is “the process whereby an individual influences a group of 
individuals to achieve a common goal” (Northouse, 2010, p. 3, as cited in Karanika-
Murray, Bartholomew, Williams, and Cox, 2015, p. 58). Leaders can indirectly affect 
employees by modelling their views of the working environment (Tafvelin, Armelius, 
and Westerberg, 2011), and even more directly through a relational approach (Graen 
and Uhl-Bien, 1995, as cited in Karanika-Murray, Bartholomew, Williams, and Cox, 
2015). This differentiation of the two constructs of management and leadership 
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indicates that neither management nor leadership is associated with either the male 
or female gender. Hence, it would appear that the perception of males being more 
effective in management or leadership roles is socially constructed.  
 
Understanding the landscape as it pertains to leadership would thus require an 
overview of leadership as has been theoretically classified and defined. The literature 
on leadership provides a vast scope of models and theories (Kumar, Adhish, and 
Deoki, 2014). The sections that follow present a review of literature on various 
leadership perspectives and theories.    
 
2.2 Leadership theories  
 
Dionne, Gupta, Sotak, Shirreffs, Serban, Hao, Ha Kim, and Yammarino (2014) 
conducted a 25-year review to evaluate 790 Leadership Quarterly publications of 
studies, from which they identified 29 categories of leadership theories, models, and 
approaches. These are: 
…authentic leadership, behavioural theories, charismatic leadership, the 
charismatic ideological–pragmatic model, cognitive theories, collectivistic 
theories, contingency theories, creativity and innovation, culture and 
diversity, emotions, ethical leadership, executive leadership, follower-
centric theories, leader–follower relations, leader‒member exchange 
(LMX), leadership development, leadership emergence, leadership in 
teams and groups, motivational theories, politics and public leadership, 
power and influence tactics, spiritual leadership, substitutes for leadership, 
trait theories, transformational leadership, vertical dyad linkage (VDL) and 
individualised leadership, new methods and analytic techniques, multiple 
theories, and general (Dionne, Gupta, Sotak, Shirreffs, Serban, Hao, Ha 
Kim, and Yammarino, 2014: 9).  
 
The present research focused on six leadership theories, namely trait theories based 
on inherent abilities; behavioural theories premised on leadership being developed; 
contingency and situational theories indicating leadership is based on the situation; 
LMX theory focused on the relationship between the leader and the employee, path‒
goal theory focused on the leaders’ role in subordinates achieving their goals; and, 
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lastly, the Leader Participation Model focused on the leader’s role in decision-making 
based on a set of parameters (Dionne, Gupta, Sotak, Shirreffs, Serban, Hao, Ha Kim, 
and Yammarino, 2014). 
 
Malos (2012) conducted a review of leadership theories and identified the most 
important eight theories as: Great Man theory, a focus on traits, contingency theories, 
situational theories, behavioural theories, participative theories, management theories, 
and relationship theories. The following discussion explores key theories that pertain 
to leadership literature. 
 
2.2.1 Traits Theories of Leadership  
 
Trait theories are underpinned by the assumption that individuals are born with and 
possess some capabilities, talents, abilities, characteristics, and attributes that enable 
them to fulfil leadership roles. Trait theories classify characteristics commonly 
possessed by successful leaders according to behaviour, personality, or character 
(Malos, 2012). Models of trait-based leadership emphasise uncovering the traits of 
leaders who are successful (Kumar, Adhish, and Deoki, 2014). These theories 
consider personality and social, physical, and intellectual traits, which, according to 
Robbins (2005), are used as markers in differentiating leaders from those who are not 
leaders.  
 
Furthermore, Robbins (2005) postulates that the following humanistic characteristics 
may be classified as leadership traits: displaying ambition and energy, desiring the 
opportunity to lead, being honest and displaying integrity, displaying confidence, being 
intelligent, being highly self-monitoring, and displaying the requisite knowledge for the 
job.  
 
The personality aspect of trait theories holds that individual personalities are 
composed of broad dispositions. Traits are characteristics that are relatively stable; 
these result in an individual behaving in certain ways. Approaching personality from 
the perspective of traits focusses on the existing differentiators between individuals. 
The focus in trait theory is on recognizing the inherent personality characteristic that 
the individual possesses and measuring it appropriately (Malos, 2012). According to 
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Day, Fleenor, Atwater, Sturm and McKee (2014), research such as the study of Strang 
and Kuhnert (2009) found that some personality traits can predict effective leadership. 
Furthermore, their research was said to have identified that the Big Five personality 
factors of conscientiousness played a significant role in predicting leader performance 
(Day et al, 2014). 
 
There are, however, some limitations associated with trait theories, for instance, there 
does not appear to be any identification of traits that may be presented as universal 
traits predicting leadership in all circumstances. Regarding varying circumstances, 
traits are found to forecast behaviour better in situations that may be defined as 
“weak,” with ambiguity and limited structure as opposed to situations that may be 
defined as “strong” with greater structure (Robbins, 2005).  
 
There is insufficient evidence of a causal relationship between traits and leadership. 
Leadership theory tends to provide a better indication of the presence of leadership, 
rather than identifying which leaders are effective and which are not. At their core, trait 
models propose the notion of leadership being a capability one is born with, rather 
than it being created, developed, or constructed (Robbins, 2005).  
 
A further challenge in the utilisation of trait theories to understand and define 
leadership is that there may be traits that are deemed key features of leadership that 
some individuals may possess, but they are not leaders. Thus, leadership success 
cannot be fully explained solely based on traits (Malos, 2012). Analysis of leadership 
theories now shifts to focus on their behavioural perspectives. 
 
2.2.2 Behavioural Theories of Leadership 
 
The foundation of the behavioural standpoint is premised on the view that great 
leaders are formed. They do not possess the qualities from birth; rather, the theory 
relates to what is done by leaders, more than on their minds’ capabilities or what they 
possess internally (Malos, 2012). Behavioural leadership models focus on the most 
effective leadership behaviours (Kumar, Adhish, and Deoki, 2014). The view held by 
behavioural theorists is that there are particular behaviours that serve to distinguish 
individuals who are leaders from those who are not. The belief is also held that, 
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although individuals may not be born with leadership traits, these can be developed 
and taught (Robbins, 2005), which opposes the view of trait theories. Based on this 
theory, an individual can learn to become a leader through instruction and coaching, 
and by observing (Malos, 2012).  
  
The following studies provide an additional view of behavioural theories. Ohio State 
studies recognised initiating structure, which refers to the degree to which it is probable 
that leaders will delineate and arrange their role and the roles of their sub-ordinates in 
their quest for goal achievement (Robbins, 2005). Leaders who initiate structure, 
referred to as task-oriented leaders, emphasise goal achievement and create effective 
communication methods (Tabernero, Chambel, Curral, and Arana, 2009). Theorists 
also recognise consideration, which refers to the work relationships leaders have. 
These leaders promote mutual trust and respect for the ideas subordinates have and 
show concern and consideration for subordinates’ feelings (Robbins, 2005). 
Consideration, a relationship-oriented leadership tendency, is when a leader displays 
concern for and respect towards their subordinates, whilst also showing interest in 
their wellbeing, and articulating gratitude and support for their followers (Bass, 1990a, 
1990b, as cited in Tabernero, Chambel, Curral, and Arana, 2009). 
 
University of Michigan studies identified the employee-oriented leader. This leader is 
characterised as having a focus on interpersonal relationships, taking an active 
interest in employees’ needs, and accepting that there may be individual differences 
between the people with whom they work. 
 
They also identified the production-oriented leader. This leader places importance and 
focus on aspects of the job that are not related to relationships, such as technical and 
task elements. Blake and Mouton formulated a matrix that indicates 81 differing 
leadership styles, scaled along two axes, namely “Concern for people” and “Concern 
for production” (Robbins, 2005).  
 
In research done in Finland and Sweden, it is argued that there is a need for the 
development-oriented leader in a changing world. The studies noted that the 
development-oriented leader appreciates trial and error or experimentation, the quest 
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for new ideas, as well as creating and executing change (Robbins, 2005). 
Contingency- and situational theories are explored next.     
 
2.2.3 Contingency- and Situational Theories 
 
According to situational theories, leaders select the most appropriate strategy and 
approach based on the situational variables. This implies that varying leadership styles 
may thus suit some approaches to making decisions. According to these theories, 
leaders are most effective when they make their approach contingent on the situation. 
Contingency theories emphasise specific variables associated with the environment 
that may influence which leadership approach is best for the specific circumstance 
(Malos, 2012). Contingency or situational leadership models are founded on what 
leaders should do and the required action in the circumstances they encounter. 
Therefore, leadership methods should change according to the specific situation 
(Kumar, Adhish, and Deoki, 2014). This means that there is not one isolated 
leadership approach that can be considered appropriate for all circumstances, and 
that the achievement of leaders is ultimately dependent on several factors that 
influence their success, including facets of the situation, the style of leadership, and 
characteristics and abilities of the followers (Malos, 2012).  
 
The following theories and models are included in this category: The Situational 
Leadership Model of Hersey and Blanchard, the Three Styles Model by Kurt Lewin, 
the Leadership Continuum Model of Tannenbaum and Schmidt, the path‒goal theory 
of House; the Four-frame Model of Bolman and Deal, and the Contingency Model of 
Fiedler (Kumar, Adhish, and Deoki, 2014). 
 
Hersey and Blanchard’s theory of situational leadership is a contingency theory that 
emphasises followers’ readiness. It indicates that, as the leader’s need to provide 
support and supervision to the subordinate decreases, so the followers’ willingness 
and ability increase, thus indicating a link between the two and a resultant impact on 
each other (Robbins, 2005). 
 
Fiedler’s Contingency Model is based on the viewpoint that effective groups rely on a 
suitable alignment between the leader’s style of relating to followers and the extent to 
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which they have control over and influence the leader (Robbins, 2005). According to 
Fiedler’s Model, three elements define the context: 1) leader‒member relations — the 
relationship between leader and subordinates in terms of subordinates’ confidence 
and trust in and respect for the leader; 2) the structure of the task — the extent to 
which assignments are turned into procedures; and 3) positional power — the status 
and influence that come with a position in the organisation. This may include the power 
to employ, terminate employment, institute disciplinary action, and promote, as well as 
determining salary increases. 
 
The Least Preferred Co-worker (LPC) Questionnaire measures how much a person is 
task- or relationship-oriented (Robbins, 2005), and the results are used to determine 
relational matches. Leader‒member exchange theory is discussed next. 
 
2.2.4 Leader–Member Exchange Theory  
 
According to Leader-Member Exchange (LMX) theory, leader–employee rapport is 
connected to the psychological health of an employee (Karanika-Murray, 
Bartholomew, Williams, and Cox, 2015). The impact of the leader in making 
subordinates feel part of the team is reflected in LMX theory, as it argues that the 
leader could create either an in-group or an out-group. The impact of this is that those 
subordinates deemed to be in the in-group are likely to receive higher performance 
ratings, stay longer with the organisation, and, overall, experience more satisfaction in 
their job (Robbins, 2005). 
 
Different hierarchical levels of leadership occupy specific roles within their own 
domains of expertise; at these levels, they potentially affect the work experiences of 
employees around them in different ways (Karanika-Murray et al., 2015). The theory 
suggests that, what is important across varying individuals, groups, and organisations 
is a positive and high-quality social exchange in the connection, affiliation, and 
engagement between employees and leadership (Gerstner and Day, 1997; Graen and 
Uhl-Bien, 1995, as cited in Karanika-Murray et al., 2015). 
 
In assessing the influence on employees’ psychological health, the aspect identified 
as of utmost importance is the nature of the relationship between the employees and 
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their leader. Karanika-Murray et al. (2015) put forward the notion that the relational 
perspective is unsuccessful in making this distinction, as it views leaders as a similar 
group, while LMX theory suggests that, irrespective of level, all leaders, junior or 
senior, are considered equal in the work experiences of employees and impact on 
their mental health (Karanika-Murray et al., 2015). 
 
According to LMX theory, leaders perform different roles (Mintzberg, 1979; O’Dea and 
Flin, 2003) that may influence the overall type, nature, and value of the relationships 
they have with their direct reports. It should therefore not be expected that LMX 
attained across varying places within the organisational hierarchy of leadership is the 
same or even comparable. Even though senior leaders are crucial in terms of playing 
several unique roles related to their level, their contribution to the LMX and the 
relationship they have with their direct reports and how that ultimately influences the 
psychological health of their people is somewhat disregarded within literature that 
explored the role and influence of leadership, according to Karanika-Murray et al. 
(2015).  
 
In understanding leadership, two of the key approaches indicated are the ideologies 
of path‒goal leadership theory (Vecchio, Justin, and Pearce, 2008) and 
transformational leadership theory (Vecchio, Justin, and Pearce, 2008). These are 
reviewed below.  
 
2.2.5 Path‒Goal Theory and transformational leadership  
 
Even though path‒goal theory precedes transformational leadership theory, it has 
received a lesser amount of consideration in empirical literature (Vecchio, Justin, and 
Pearce, 2008). Path‒goal theory examines the influence that leaders have to enable 
their subordinates to obtain their goals. It posits that the leader’s role is to assist their 
subordinates to accomplish their goals. Leaders guide and support their subordinates 
to ensure that their aspirations are aligned to that of the organisation, or to the group’s 
overarching aspirations and focus (Robbins, 2005). 
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The leadership landscape appears to be changing, and what were previously 
considered values for females now have a place in organisations, where they add 
value. These values differ from those of males, and manifest in different management 
approaches (Appelbaum et al., 2003). Contemporary approaches indicate a 
distinctively feminine leadership style, which may potentially be advantageous to 
female. The leadership style may be characterised by the following: amplified 
communication skills related to good listening and displaying empathy; progressive 
intermediary skills displayed in the ability to negotiate and manage conflict; and good 
interpersonal skills, accompanied by a lenient approach to managing people (Stanford 
et al., 1995, as cited in Appelbaum et al., 2003).  
 
Often related to female’s leadership styles are transformational leadership 
approaches, being empathetic, displaying a focus on communication, and people skills 
(Appelbaum et al., 2003). Transformation theories, also referred to as relationship 
theories, focus on the associations and links made between leaders and followers. 
Transformational leaders are viewed as individuals who motivate and inspire people 
by aiding members of the group to realise the common purpose and how critical the 
task is. Leaders with a transformational approach dedicate themselves to the overall 
success and achievements of the team, whilst simultaneously wanting individuals to 
fulfil their own aspirations and goals. These types of leaders are considered as 
possessing inherently high ethics and morals (Malos, 2012). Transformational 
leadership theory has had a significant impact on leadership theory perspectives and 
practices (Arnold and Loughlin, 2013).  
 
According to Appelbaum et al. (2003), there is a perception that females are neither 
extroverted nor co-operative. The polarity in measurement in relation to leadership 
scales is males achieving higher scores in relation to the planning of strategies and 
formulation of the organisational vision, and their leadership approaches are 
considered to be business-oriented. Females score higher on achievement and have 
high expectations, and apply people-oriented leadership (Appelbaum et al., 2003). In 
terms of the views of peers and direct assessment, females are rated moderately 
higher than males in terms of leadership (Claes, 1999; Kabacoff, 1998, as cited in 
Appelbaum et al., 2003), which is encouraging. According to Appelbaum et al. (2003), 
this indicates that females have a transformational leadership style, and can build an 
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environment that is inclusive, where employees are motivated and rewarded 
appropriately, thus demonstrating a team approach that is collaborative and able to 
empower clients and staff. Females need not fear displaying their leadership style for 
fear that it would be deemed poor in relation to masculine leadership approaches. 
Furthermore, research may shift from exploring male versus female dichotomies in 
leadership, to rather look at effective versus ineffective approaches to leadership, 
irrespective of gender.  
 
House (1996) presented an update to the original theory, which establishes several 
propositions aimed at clarifying the theory and extending it further, with the intention 
of revitalizing the existing body of research focused on this theory. House (p. 345) 
connects facets of path‒goal theory with facets of transformational leadership 
(Vecchio, Justin, and Pearce, 2008). House proposed that the dependence on 
contingent rewards to encourage subordinate performance, referred to as 
transactional leadership, occurs in the instance when leadership chooses to apply 
extrinsic recognition to encourage. However, by abstaining from using the external 
rewards that are hinged on the subordinates’ delivery and achievement, the influence 
of transformational approach to leadership ought to improve (Vecchio, Justin, and 
Pearce, 2008). In identifying features that define value-based leadership that are of 
importance, House (p. 343) acknowledged the following: expression of a clearly 
articulated vision, setting of high expectations in relation to performance, and regular 
positive assessments (House and Shamir, 1993, as cited in Vecchio, Justin, and 
Pearce, 2008).  
 
The proposition by House of the interplay of contingent personal reward, which is a 
central feature within theories of leadership that are transactional, including 
components of leadership that are transformational, is somewhat new. The theory 
postulates that the link between conditional reward and transformational leadership 
will be undesirable in enhancing subordinate’s results, therefore implying that 
relationship aspects within transformational leadership ought to be more robust in 
terms of low contingent reward is in relation to that of high contingent compensation. 
Previous research on this proposal was put forward related to transformational 
leadership and transactional leadership called it augmentation theory (Vecchio, Justin, 
and Pearce, 2008). Augmentation theory proposes that transformational leadership 
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strongly predicts leadership criteria; this is after regulating for transactional leadership 
(Vecchio, Justin, and Pearce, 2008). 
 
In the study by Schriesheim, Castro, Zhou, and DeChurch (2006) to assess the 
negative connection between transformational leadership and transactional leadership 
proposed by House, it was indicated that no support was found for the anticipated 
connection in the reviewed path‒goal theory, nor was it found for the additional 
proposed augmentation theory initially presented by Bass (1985) and his associates 
(Vecchio, Justin, and Pearce, 2008). The extension of path‒goal theory by House 
(1996) attempted to enhance the philosophy through the addition of behaviours 
sourced from both the transformational views of leadership and the views of 
transactional leadership. The research of Vecchio, Justin, and Pearce (2008) highlight 
the potential usefulness of the expanded theory proposed by House in the process of 
explaining the interactive effects and the augmentation effects. The following section 
explores leadership decision-making through Vroom and Yetton’s model.  
 
2.2.6 Leader-participation Model 
 
Vroom and Yetton’s Leader-participation Model identifies specific guidelines and 
instructions. These define the arrangement and quantity of participative decision-
making, which is influenced by a variety of contingency variables (Robbins, 2005). For 
different problem situations, the Vroom‒Yetton model offers a structure for assisting 
leaders to select the appropriate person for decision-making. According to Paul and 
Ebadi (1989), the model identifies five decision-making methods, explained as follows. 
Method AI is the authority decision first variant, where managers resolve problems 
independently, as individuals, or make the decision by themselves, using available 
information. Method All is the authority decision second variant, where the manager 
obtains the required details from subordinates and others, resulting in the resolution 
of the problem or identification of the appropriate solution. The manager decides 
whether to inform members of the team of the details of the issue prior to gaining what 
details are required from the team. Team members merely deliver the requisite 
information; they are not included in the generation or evaluation of alternatives. 
Method CI is the consultative decision first variant, where managers indicate what the 
issue is to the relevant subordinates or others individually, thereby providing them with 
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an opportunity to share their thoughts and propositions. This is done without uniting 
them as a group. The manager ultimately decides the final approach, which may or 
may not reflect subordinates' influence. Method ClI is the consultative decision second 
variant, where the manager indicates the issue to subordinates or others, using the 
opportunity to obtain their thoughts and propositions. The manager decides on the 
relevant actions, independent of the teams’ views. Lastly, method G refers to the 
collective decision based on team agreement in decision-making. This approach 
entails the leader openly indicating the challenge or issue to subordinates collectively, 
as a team. The manager then encourages the participation of the group to reach 
consensus in arriving at a final decision.    
 
The above decision-making methods are all beneficial in their own right and will be 
used as the core positioning of the Vroom‒Yetton model, that how decisions are made, 
and the procedure used need to be suitable to the specific issue identified as 
necessitating a resolution (Paul and Ebadi, 1989). The task of the manager is thus to 
identify the appropriate time and way in which to employ the relevant approach, as 
required by the circumstances, because suitable selection of the way to make a 
decision will be contingent on the unique factors of each problem. Vroom and Yetton 
(1973) created a decision process map that provides managers with a method to 
analyse the components and variables within a problem and thereafter enables them 
to decide which decision method is most suitable (Paul and Ebadi, 1989).  
 
Margerison and Glube (1979) positioned the thinking of above and beyond the leader's 
ability to choose the approach to decision-making. Several variables impact employee 
job satisfaction and a company’s efficiency and success. They therefore ensured that 
the major consideration in how they identified sites for their studies was the probability 
of being able to control some of the prevailing variables to effectively show the 
connection between the agreement with the Vroom‒Yetton feasible set of the leader 
and outputs and production of the employee, as well as employee engagement and 
fulfilment in their role (Paul and Ebadi, 1989). Few studies of the Vroom‒Yetton model 
exist using real business cases and contexts, and they assess the team’s outputs and 
production or their indicated happiness and fulfilment in their roles (Margerison and 
Glube, 1979). Even fewer studies have assessed roles wherein achievement and 
delivery are controlled by the individual reporting to the leader, and virtually no studies 
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have examined service-related actions. Paul and Ebadi (1989) identified the use of the 
Vroom‒Yetton model as follows: to compare it to other models of decision-making 
(Tjosvold, Wedley, and Field, 1986); to compare it to various leadership approached 
within a variety of levels (Jago, 1978); testing the legitimacy of the model in terms of 
the nature and robustness of decisions and how acceptable the resultant decisions 
are (Vroom and Jago, 1974, 1978); to analyse relevant personality determining factors 
of being participative (Steers, 1977), applied in conditions not relying on the leader’s 
personal feedback (Field, 1982), and identified as a mechanism to enable the 
comparison of the approached to making decisions by managers from varying and 
differing organisational functions (Jago and Scamell, 1982); to learn and understand 
the viewpoint of the leaders held by individuals, thereby influencing the assessment 
held of the leaders’ effectiveness (Heilman, Cage, Hornstein, and Herschlag, 1984); 
and applied widely across various countries to their leaders (Bottger, Hallein, and 
Yerton, 1985) for wider exploration.  
 
The Vroom‒Yetton model focuses solely on the facets of leadership linked to how 
decisions are made. This means that it unfortunately gives limited indication of the 
logic and purpose behind a leader’s considerations and how they observe the issue, 
and it does not give us insight into subordinates’ reactions as the manager engages 
in that process (Paul and Ebadi, 1989). 
 
Employing a wider view of organisations in many countries, the latest research 
indicates the opportunities for the connection of multiple additional theories related to 
how decisions are made by leaders and their behaviour. This would involve theory 
such as vertical dyad linkage as described by Crouch and Yetton (1988) and Leana 
(1986), the structure of the problem, the power of the leader as described by Bottger 
et al. (1985), management of the conflict as described by Crouch and Yetton (1987), 
and, finally, theory related to empowerment as described by Conger and Kanungo 
(1988) (Paul and Ebadi, 1989). The previous section presented generic leadership 
theories. The focus will now be on specific gender- and leadership theories. In 
expanding on leadership theories, the following section explores intersectionalities 
and leadership theories and the influence of gender.  
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2.3 Intersectionalities and leadership theories  
 
According to Collins (2012), black females occupy a theoretically interesting space 
and are distinctively located, whilst, centrally, they are at a pivotal place where, two 
remarkably powerful and dominant systems of oppression intersect, namely race and 
gender. Collins (2012) postulates the ability of researchers to understand 
intersectionality creates the platform and opportunity to consider significantly greater 
areas of benefit that may cut across several aspects in understanding the social 
position of black female. This should encourage us to actively consider and investigate 
areas where multiple spheres of discrimination converge. Therefore, leadership as an 
ideology, as well as a social system, may present as one of the myriad spaces where 
systems of inequality intersect with regard to females locally and globally.  
 
The concept of leadership as a social construct intersects with a myriad of other social 
constructs that could play an influential role in building ideologies around leadership 
spaces. As an example, the multifaceted concept of gender as it intersects with 
leadership issues has produced research that details various perspectives. It is within 
these intersecting positions that theoretical development occurs such as theories that 
examine the following: whether there are distinguished biological groups; whether 
variances exist between males and females and their respective approaches to 
leadership; if an identified difference relates to leadership style or actual substance, 
whether the difference is real or merely based on an individual’s views upon 
observation; and whether there is a leadership style that is likely to lead to success 
and is,    therefore, perceived to be more effective than others. From the myriad views 
in leadership research, the following ideologies are considered, as cited in Appelbaum 
et al. (2003): biology and the view of masculinity or femininity; the aspect of gender 
and hegemonic role; factors that are causal; and drivers of attitude. The first to be 
expanded on is that of biology and sex related to femininity and masculinity.  
 
2.3.1 Biology and sex ideologies  
 
The foundation of theories based on biology and sex is that leadership is demonstrated 
behaviourally and determined by biology. The consequence of this is that leadership 
is therefore positioned as being innate for males and, conversely, for females, viewed 
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as unachievable, as successful leadership is attributed to masculinity. This stance 
proposes that effective leadership can therefore only be displayed by males, and the 
supporting studies largely limit the subject to males (Appelbaum et al., 2003). This 
view appears biased, proposing that it is virtually impossible for females to attain a 
leadership position, based on their perceived ineffectiveness (Appelbaum et al., 2003). 
This view of leadership is not validated in research results, and there are few studies 
promoting this view. Some studies have identified some gender differences in males 
and female’s leadership styles (Appelbaum et al., 2003); however, a significant 
amount of research indicates an absence of gender differences (Appelbaum et al., 
2003).  
  
In comparison to the above, a contrasting view on leadership is that gender is not a 
factor and, as such, males and females are similar in their effectiveness as leaders 
(Appelbaum et al., 2003). The limited research in biological sex as a differentiator in 
leadership gives little credibility to this notion, and, as such, opened the opportunity to 
explore other theories and studies. This, however, has not eradicated stereotypes that 
depict females as being not as effective as males in terms of leadership (Appelbaum 
et al., 2003).  
 
The dynamics around biology and sex ideologies are, in themselves, limited to 
discussions around leadership within a conservative or rather subjective heterosexual 
perspective. The fact that biology and sex determination is constantly under scrutiny, 
not only from a medical perspective, but more importantly from a psycho-social and 
interdisciplinary platform, points to the need for a shift and advancement in research 
approach, which would highlight the existing gap within leadership‒gender 
epistemology. In view of this, we can no longer refer to the limited view that biology 
and sex are determinants of successful leadership traits, qualities, and competence, 
particularly because human sexual identity and perspectives of such have been 
proven to be unpredictable (Ndlovu, 2012). Hence, with this understanding, we can 
reach the conclusion that females are always more than just females and choosing a 
solitary measurement of identity as most relevant is always dependent on context, and 
is changeable (Ndlovu, 2012). Moving away from biology and sex, the next area to be 
expanded on is that of gender and hegemonic role. 
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2.3.2 Gender and hegemonic role  
 
Gender role theories recognise the impact that socialisation plays and consider the 
idea of gender role a determining factor in leadership, thus exploring the notion of 
leadership behaviours that are characterised as typically female or typically male 
(Appelbaum et al., 2003). This infers that, in terms of the development of leadership, 
gender role is a more favourable indicator than sex (Kent and Moss, 1994, as cited in 
Appelbaum et al., 2003). This then brings into play not two, but three aspects for 
consideration, as a third gender role comes to the fore, that of androgyny (Appelbaum 
et al.et al, 2003). In relation to leadership emergence, masculinity continues to be a 
significant factor; however, androgyny offers the possibility that perhaps a balance of 
masculine and feminine characteristics is imperative in the views and assumptions 
held of leadership (Appelbaum et al., 2003). 
 
Female have been identified as using interactive leadership styles that have proven to 
be beneficial to both genders if they contain the following components: promoting 
participation; the distribution of status, control, and knowledge within the team; 
promoting others’ view of self and their value; and motivating them (Appelbaum et al., 
2003). To survive in the progressively competitive and varied working context, 
organisations and their leaders need to have a broader view of effective leadership, 
allowing for interactive leadership styles to be respected (Appelbaum et al., 2003). An 
alternative to the gender role assumption assists females to deal with the dilemma 
referred to as the feminine/competency bind. In this bind, females view acting like a 
woman is related to incompetence, and, to be seen as competent, one needs to 
display masculine characteristics, which, if females accept and implement, could give 
the impression of competence being aligned to a lack of femininity (Oakley, 2000; 
Jamieson, 1995, as cited in Appelbaum et al., 2003).  
 
A significant portion of research related to the role of gender in leadership relates to 
Bem’s (1974) description of the traditional assumption of characteristics of leadership 
linked to gender. In relation to current socialisations of gender role, this work may now 
not be pertinent. Research indicates that characteristics and behaviours recognised 
to be attributed to males in the study by Bem (1974) are evidenced as assumed and 
portrayed by males and female. As such, it can be inferred that it would then not be 
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justified to consider sensitivity as wholly feminine in nature and to ascribe 
assertiveness to masculinity. Rosin (2012) purports that females are more favourably 
aligned to the current economy, due to the way they exceed at social intelligence, the 
ability to openly communicate, and their capacity to focus, something which may 
appear to be a rigid feminist view that supports female’s leadership credibility. In 
addition to this, Rosin’s (2012) subjective view relating to the two genders and 
leadership highlights that males are merely more skilled at appearing big and strong, 
and that females possess the requisite traits today, whilst males possess traits that 
were needed historically. Emerging from research based on the implications of the 
role of gender is the indication that there are various potential components outside of 
the indicated gender and its ascribed role and meaning, which add to the existing 
notions and assumptions of leadership (Appelbaum et al., 2003). The notion of the 
impact of causal factors is now explored.  
 
2.3.3 Causal factors  
  
A further view suggests that there are contributing factors that may influence or predict 
the emergence of leadership, factors such as the dominant attitudes and self-
confidence of the females, what previous experiences they have had, the business 
environment, and the old boys’ club or network (Appelbaum et al., 2003). There is 
inherent complexity in the consideration of whether males or females make better 
leaders, and the review of causal factors gives a glimpse of that complexity 
(Appelbaum et al., 2003). These casual factors are expanded on and explored in 
further detail below.  
 
 Attitudes towards females  
 
The view held regarding attitude is that the attitude held towards leadership is a greater 
indicator of leadership ability development than masculinity itself (Kolb, 1999, as cited 
in Appelbaum et al., 2003). Yet, females find that they are hindered in this regard as 
the more submissive and quieter, un-leader-like display they are socialised to portray 
sends a message of what can be termed incompetence (Claes, 1999; Lipsey et al., 
1990, as cited in Appelbaum et al., 2003). 
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The theory of sex role indicates that males and females enact common positions 
based on being male or female, thereby indicating that females are socialised to 
display feminine characteristics and take on a female persona. The indicated 
socialisation occurs from the significant amount of learnt behaviour based on being 
female, which they are taught from when they are young, which can lead to the 
formation of an attitude and thinking that produce complications further along in their 
careers, in the form of a ‘culture trap’ (Appelbaum et al., 2003). The implication is that 
the position that a woman was raised to occupy, and the beliefs and views they 
repeatedly received in their upbringing has given them the view of them being 
secondary to males. This is more pervasive within groups where the requirement is 
for the group to choose the person they would consider to be the best leaders and as 
having the ability to represent the interests and wellbeing of the entire group 
(Appelbaum et al., 2003).  
 
Similarly, Eagly’s (1987) theory of social role that pertains to the differences in sex 
within societal behaviour indicates that individuals will partake in actions and events 
aligned with the male and female gender positions, action, attributes, and beliefs as 
defined by their cultures (Eagly, Karau, and Makhijani, 1995). The implications are 
that, based on social pressures, cultural expectations may form and consequently 
have individuals behaving per the expectations of their gender roles. This could prove 
to be problematic for females within managerial or leadership roles, as these may align 
more to the attributes of males and therefore opposes the female gender role 
(Heilman, Block, Martell, and Simon, 1989; Schein, 1973, as cited in Eagly, Karau, 
and Makhijani, 1995). It is therefore inferred that external cultural views, attitudes, and 
expectations have an influence on leadership.   
 
Ultimately, the attitudes held towards leadership are considered a noteworthy 
forecaster of group-measured leader emergence (Kolb, 1997, as cited in Appelbaum 
et al., 2003). Females should promote themselves in leadership in present-day team-
based organisations. Attitude towards leadership has been indicated in research as a 
critical element in how groups view individuals as leaders, as opposed to just 
classification of masculinity based on gender. Positioning attitude refers to whether 
organisations formally or informally provide feedback and the encouragement and 
support they provide (Appelbaum et al., 2003). Females themselves have certain 
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perceptions and attitudes that may impact their leadership style and approach, as 
indicated below.  
 
 Female’s self-confidence/self-efficacy   
 
The issue of self-confidence has been indicated as a concern, and it has been 
suggested that females have adopted the attitude of being second-class, which, in 
turn, has created a reduced level of self-confidence, which is not aligned to the 
expectations others have of leadership. Self-confidence is indicated as providing 
greater predictability for leadership emergence (Kolb, 1999, as cited in Appelbaum et 
al., 2003). Self-efficacy is the belief that people have in their ability to yield defined 
performance achievements. Thus, self-efficacy is said to be a reflection of self-
confidence in one’s capability to manage his/her motivation, behaviour, and social 
environment (Dickerson and Taylor, 2000).  
 
Dickerson and Taylor (2000) highlight that the presence of low self-efficacy could 
present as very damaging to a woman’s career advancement and trajectory. In a 
company or organisation, there are typically challenging assignments and decisions 
that are instrumental in gaining recognition in highly visible leadership positions.  
  
Jackson, on deprivation theory, stated: “Relative deprivation theory has been used to 
explain female’s apparent satisfaction with less ... for example females achieving the 
same hierarchical levels as did males despite lower incomes” (Kirchmeyer, 1998; 
Jackson, 1989, as cited in Appelbaum et al., 2003: 46). Females acceptance of less 
may indicate a dearth of self-confidence and may contribute to ensuring females 
overall receive a lesser amount in terms of remuneration, rewards, and recognition for 
their leadership abilities (Appelbaum et al., 2003).  
 
Leadership implies the effective exercise of power and authority. Therefore, how 
people relate to these two concepts often has its roots in what is observed and learned 
and what they were taught at earlier stages of their lives, which further influences how 
people relate to leaders (April, Macdonald, and Vriesendorp, 2008). Furthermore, 
psychoanalytic research has shown that early childhood experiences shape much of 
our adult behaviour (Kets de Vries, 1991). Authors such as Lapierre (1991) 
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emphasised the unconscious and irrational aspects of leadership by adopting the 
following definition of leadership: “Leadership is that part of executive action that may 
be directly attributed to the inner life of the leader, to her personal vision, her ways of 
being and acting, her deep-rooted beliefs, her imagination, and her fantasies” 
(Lapierre in Kets de Vries, 1991, p. 70). Hence, according to Kets de Vries (1991), 
what is important for leaders is for them to realise how power and being in the position 
of being a leader can bring to the fore basic, historic, outdated, and culturally rooted 
whimsical ideas that underlie thinking and behaviour.  
 
In view of the assertions made above, characteristics such as self-confidence and/or 
self-efficacy could therefore be impacted, yet influential at the same time for 
organisational leaders, particularly females lead departments, organisations, and 
industries. Not to be overlooked is female’s prior work experience and the impact it 
may have.    
 
 Female’s prior work experience  
 
Bilge (2011) highlights that thoughts regarding how fair or impartial society is permeate 
ordinary existence and daily matters in multifaceted and contrary approaches, 
facilitated by widespread common and organisational discourses and practices, while 
simultaneously, the basic foundational structures that create and maintain systemic 
inequalities are ignored. Hence, the question surrounding female’s prior work 
experience as a determinant of effective leadership characteristics becomes one of 
the underlying contradictions entrenched in gender mainstreaming within workplace 
environments in South Africa and globally.  
 
Research conducted by Arvey, Zhang, Avolio, and Krueger (2007) emphasised the 
component of work experience as being related significantly to occupying a leadership 
role, after they had eliminated existing potential genetic factors that had been 
anticipated as influencing the likelihood of females occupying a leadership role. In 
addition to this, their stance indicated that prior life events and experiences are likely 
initiators of future leadership development (Arvey et al., 2007). Despite the existing 
body of research exploring the role of genetics versus life experience as a basis of 
likely occupancy of a leadership role, there is still a noteworthy lack of research 
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regarding this matter, both globally and locally (Arvey et al., 2007). This need for 
further research and knowledge thus leaves questions remaining regarding the role, 
meaning, and importance of the prior work experience of females in occupying 
leadership roles and, once appointed and operating within those roles, their credibility 
(Arvey et al., 2007). 
 
In terms of group-assessed leader emergence, experience and masculinity are 
pointedly connected with it; however, neither is a meaningful predictor (Kolb, 1997, as 
cited in Appelbaum et al., 2003). Research further indicated the following:  
“Measures of attitude, experience and self-confidence should continue to 
be examined for their predictive value in leader emergence. These scales 
appear to be more predictive than masculinity of leader emergence and 
have the advantage of not relying on gender stereotype” (Kolb, 1999, as 
cited in Appelbaum et al., 2003). 
 
The implication of this is that females, due to them being considered as not possessing 
potential and capability, need to ensure they have been in the pipeline for a sufficient 
amount of time to achieve the necessary experience (Appelbaum et al., 2003).  
 
Female’s work experience as linked to credibility with reference to industry experience 
therefore presents as highly significant. Based on this assertion, one would believe 
that the development of industry experience would include what April et al. (2008) refer 
to as the development of a new set of skills, which are skills that are not usually taught 
to leaders or aspiring leaders in executive courses. These would essentially constitute 
what they refer to as ‘metaskills.’  The development of metaskills, as referred to by 
these authors, is primarily about increasing awareness around four main areas of 
one’s environment, namely the consciousness of contradictions, inconsistencies and 
ironies, the awareness an individual has of herself, awareness of vision, and, lastly, 
alertness to power- and group dynamics (April et al., 2008). What follows is a 
discussion of the corporate environment and the role it plays.  
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 The corporate environment 
 
The corporate environment is a critical component, although indirectly connected to 
attitude and self-confidence. It is often in this arduous and demanding corporate 
context in which females are anticipated to do well or even excel. It is here where they 
will be appraised. Work environments that are not welcoming and make females feel 
threatened may be deemed cultures that are self-serving and overbearing. The reality 
is that, when it comes to culture, organisations generally prefer values that are 
stereotypically masculine, as well as rewards that align to sex-based values 
(Appelbaum et al., 2003). This means that the masculine attributes of dominance, 
being unsentimental and determined, and being powerful may be seen as those 
preferred in organisations thus requiring females to behave differently (Wicks and 
Bradshaw, 1999, as cited in Appelbaum et al., 2003). 
 
The current corporate situation is not expected to change overnight; however, as the 
number of females in management positions grows, the risk of stereotypical judgement 
should decrease. A lack of promotional opportunities for females in the corporate 
environment results in the risk of loss of human capital for those organisations as high-
achieving females look for alternates where they can climb the corporate ladder 
(Appelbaum et al., 2003). Organisations were historically male-dominated, and the 
legacy of this remains and manifests in the interactions between males in the 
corporate environment, which is often referred to as the old boys’ network.  
 
 The old boys’ network/club 
 
The presence of the old boys’ network continues to be a reality in organisations today, 
and influences the overall culture, as males still tend to hold positions of power and 
status, with males resisting to some extent the need to move away from this system, 
resulting in limitations to females within the corporate environment. The negative 
consequence of this is that characteristics of successful management are likely to be 
considered masculine, thus impeding the likelihood of female’s development, 
selection, and promotion (Appelbaum et al., 2003). This leadership theory aligns with 
the Great Man theories.  
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The premise of the Great Man theories posits that leaders are born great rather than 
developed. It assumes that the individual’s leadership capability is inherent. With this 
view of leadership in mind, great leaders are often depicted as heroes, mythical in 
nature, and ordained to rise to leadership when required. Historically, the view was 
that leadership was predominantly a male quality, and the term Great Man denoted 
this leadership perspective (Malos, 2012). The phrase, “great leaders are born, not 
made", aligns to this perspective. This theory of leadership rose to popularity in the 
19th century, with folklore regarding a few significant historic male leaders like 
Abraham Lincoln of America, Julius Caesar of Rome, Mahatma Gandhi, an Indian 
activist, and Alexander the Great, a Greek King, as testimony that great leaders are 
born to become such defining figures. Viewed as playing a significant role in 
influencing this leadership theory was the historian Thomas Carlyle (1888), cited in 
Malos (2012, p. 414), as having stated that, “The history of the world is but the 
biography of great men,” based on the belief that leaders who are successful and 
effective are individuals blessed with talent and celestial encouragement, coupled with 
characteristics that are appropriate for leadership.  
 
Reflecting on previous research on leadership, this research considered individuals 
who were already successful leaders, the consequence of this being that these people 
were often aristocratic rulers who attained their status by birth right, as individuals of 
a lower social status did not have as many leadership opportunities to rehearse and 
obtain leadership positions. This further added to the notion that leadership is an 
intrinsic ability with which some individuals are born (Hirsch, 2002, as cited in Malos, 
2012). Remnants of this are present in society today, where prominent leaders are 
frequently described as those possessing the correct abilities or personality 
characteristics for the leadership role, inferring that innate characteristics are 
essentially what make effective leaders (Malos, 2012). 
 
Expanding on this view, sociologist, Herbert Spencer, proposed the view that leaders 
develop as a result of the context, community, and environment that they existed in. 
He wrote: 
You must admit that the genesis of a great man depends on the long series 
of complex influences which has produced the race in which he appears, 
and the social state into which that race has slowly grown. Before he can 
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remake his society, his society must make him (Spencer, 1986, as cited in 
Malos, 2012, p. 414).  
 
The next section presents a view of the impact of culture in relation to perception, 
linked to leadership and gender, and what this external factor contributes.  
 
2.4 Culture, leadership, and gender 
 
Ayman and Korabik (2010) argued that learning about and understanding leadership 
without the particular incorporation of the role of gender and culture would ultimately 
limit the breadth and depth of information and insight into this realm at an applied level 
by failing to consider these issues and the subtleties that they yield (Chin and 
Sanchez-Hucles, 2007). The success and effectiveness of leaders in a diverse society 
are linked to the leaders’ understanding of their personal favoured style and 
behaviours, and, in that context, understanding how these may differ from those 
preferred by others. If this does not occur, it is likely that their exchanges with others 
will be filled with incorrect attributions, confusion resulting from a lack of 
understanding, and misconceptions through incorrect interpretations (Ayman and 
Korabik, 2010). 
 
The influence that national culture has on management and leadership is indicated as 
an area of growing interest, as cultural values and traditions have been shown to have 
an impact on the attitudes and behaviours of leaders, as well as the perception of 
masculinity versus femininity within cultures (Hofstede, 1998; Den Hartog et al., 1999, 
as cited in Littrell and Nkomo, 2005). A further implication is that there may be a 
variance in leadership behaviours and characteristics deemed to be effective, based 
on the culture. The trend across all cultures is that, in defining a culture as either male 
or female, the only factor considered is not biological sex, but rather the values within 
that society, as well as the expectations that perpetuate the existing gender role 
stereotypes (Kilianski, 2000, as cited in Littrell and Nkomo, 2005). Variances in 
stereotypes exist across cultures and ethnic groups, and these stereotypes ultimately 
determine people’s approach to life (Franklin, 1984; Landrine, 1985; Harris, 1994, as 
cited in Littrell and Nkomo, 2005).  
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The existing body of leadership research indicates that perceptions, assumptions, and 
beliefs based on gender have an impact on how leaders and managers are considered 
(Littrell and Nkomo, 2005). A significant relationship has been identified in the 
descriptions of males and those of successful managers; this refers to views held by 
male and female participants from several cultures, except in the USA (Schein, 2001; 
Schein and Mueller, 1992, as cited in Littrell and Nkomo, 2005). The lack of 
consistency with other national cultures in the USA is attributed to the increased 
representation of females occupying management roles in the USA in relation to other 
countries, resulting in fewer stereotypical views of successful management descriptors 
being related to males.   
 
Several scholars view leadership as being gendered and ultimately existing and 
occurring within a gendered context (Yoder, 2001; Flecther, 2001; Maier, 1999, as 
cited in Littrell and Nkomo, 2005). In evaluating studies conducted globally, those that 
were done in Australia, Japan, Zimbabwe, and Malaysia have produced similar results, 
without significant differences (Sugihara and Katsurada, 1999; Leung and Moore, 
2003; Maznah and Choo, 1986; Wilson et al., 1990, as cited in Littrell and Nkomo, 
2005). Research further suggests that females placed in leadership roles present 
dissimilar leadership characteristics and approaches to those of males (Butterfield and 
Grinnell, 1999, as cited in Littrell and Nkomo, 2005), despite males still playing a 
dominant role and occupying most of the leadership roles (Pratto and Espinoza, 2001; 
Norris and Inglehart, 2004, as cited in Littrell and Nkomo, 2005). In their research, 
Eagly and Carli (2003, as cited in Littrell and Nkomo, 2005) observed that female 
managers are inclined to display a more democratic approach to leadership, compared 
to males. Further to this, they are more likely to employ a transformational leadership 
style, potentially indicating female’s tendency to exhibit what may be deemed a more 
desired and necessary style of leadership (Littrell and Nkomo, 2005). Leadership and 
the positionality of black females, according to Collins (2012) and Steyn (2015), 
present a unique and interesting theoretical intersection point with constructs of race 
and gender. The researcher acknowledges the need for more academic dialogue and 
research that would highlight this within the epistemology of diversity and 
transformative justice. What is yet to become an even greater part of 
organisational/industrial psychology research are matters relating to leadership 
theory, workplace identity, and critical diversity literacy as these relate to the lived 
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experiences of contemporary South African female. Steyn (2015: 383) postulates that 
there is an emergent need for the “Analytic skill at unpacking how these systems of 
oppression intersect, interlock, co-construct and constitute each other, and how they 
are reproduced, resisted and reframed.”     
 
2.5 Summary  
 
The review of the literature indicates several divergent views of leadership, although 
some may be nullified by further research exploring differing interpretations held 
regarding leadership. This chapter presented some of the available literature around 
leadership as a construct and highlighted the various ideologies and sub-concepts 
within these ideologies. The researcher acknowledged the differentiated meanings of 
management and leadership and highlighted the intersectionality of leadership 
ideology with multicultural and bio-psychosocial concepts such as biology and sex, 
gender, and hegemonic role definitions, causal factors, attitudinal drivers, and culture.        
 
There is some connectedness amongst all these theories. From the Great Man 
theories, where the impression given is that the most suitable person for the 
opportunity and role appears to arise in almost a miraculous fashion to successfully 
take up leadership, research has advanced trait perspectives, recognising character 
or behavioural components that are shared by those in leadership. Contingency-based 
theories of leadership hone into the setting and those factors that influence the 
outcome of the leadership approach that is most appropriate for the context. 
Situational theories, on the other hand, suggest that leaders elect the most relevant 
and appropriate activity and approach from the variables at play within a specific 
situation; this aligns dictatorial and independent leadership based on need, and leads 
the way to participative theories, wherein the leader welcomes and supports 
participation and the sharing of input from the team. Behavioural theory highlights 
people’s ability to learn the requisite skills and abilities to become leaders through 
various mechanisms, such as education and observation. Within management 
theories a transactional approach may be applied to leadership, which is referred to 
as managerial leadership. This type of leadership highlights aspects of oversight and 
supervision, as well as performances by the team and organisation. Finally, 
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relationship theories referred to as transformational theories explore networks and 
associations created between leaders and their subordinates.  
 
From a gender perspective, it appears that not all theories of leadership inherently 
relate to or identify gender differences. These theories do not indicate that a leader 
must be male or female, but rather identify broader characteristics and influences of 
leadership not related to gender. Those theories that identify gender as a differentiator 
imply a variance in males and females as leaders. Theory then tries to encapsulate 
and express these differences in terms of how they manifest and what the 
consequences are in the real world. There is a growing thought that perhaps the 
female approach to leadership could hold advantages for organisations with a flatter 
structure. Research indicates that, although leadership styles of males and females 
differ, males can learn from the leadership styles displayed by females, as these 
approaches may be more effective in team-based environments.  
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CHAPTER 3:  Women in Leadership 
3.1. Introduction   
  
This chapter engages literature that focuses on concepts such as cultural, racial and 
gender stereotypes, which pertain to leadership and management, generally, and 
within the financial industry, specifically. The focus further zooms in on perceptions 
towards African female leaders who, even though they live in contemporary times, 
endure lived experiences of patriarchal stereotypes and gendered perceptions from 
both male and female subordinates, colleagues and employers. Furthermore, this 
chapter considers literature that endeavours to conceptualise African womanhood 
within contemporary times, and how the creation of meaning around this concept could 
regulate, influence and transform the psyche of female leaders, particularly those 
within the financial industry. Hence, it would be interesting to see how African female 
leaders function and adapt to these contemporary patriarchal contexts, and the 
meaning that they ascribe to their personal life experiences, which could possibly 
impact perceptions of themselves and others in respect of their leadership, 
management styles and strategies.   
 
This chapter defines lived experience as an individual’s real life, and not one that is 
simulated and created by contexts or hypothetical experiences. This requires the 
suspension of presumptions about African female leaders within the financial industry, 
and the significant role that they play in contributing to the economy (Mkhize, 2004). It 
is from their lived experiences that one would be afforded the opportunity to further 
understand the meaning of the leadership concept within the context of African female 
individuals within a financial services industry. Hence, the definition and 
conceptualisation of womanhood should not be provided without consideration of the 
context within which female individuals function. This chapter offers more knowledge 
of the significance of perceptions of African female leaders in the financial industry, 
and how they could promote, hinder and shape employment equity and leadership 
initiatives, both in the private and public sectors.  
 
The role that females play in society has drastically changed globally. Economic 
changes and their impact on inflation, the impact of the females’ movement, and the 
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further contributing psychological drive of the need to advance one’s self–identity, 
have all encouraged females to play an increasingly active role in society outside of 
their traditional roles at home. Instead, they have pursued roles in the workplace 
through full-time careers or by advancing themselves through education, or 
considering how they may contribute extensively towards society, in general 
(Davidson and Cooper, 1986). This adds further dimensions to the lived experiences 
of females, offering them opportunities that they previously had limited access to such 
as leadership positions. While this process has been in motion, other processes such 
as construction of womanhood have also been radically altered. Here the researcher 
refers to the idea of an observable shift from the traditionally defined less educated, 
either unemployed or domestically, low-income earning employed woman; to a more 
modern-defined contemporary woman who is educated, talented, employed, 
entrepreneurial and high-income earning. Hence, the concept of womanhood for an 
African female leader has become even more complex, and laden with multiple layers 
of identity, which leads to the exploration of females and womanhood. 
 
3.2. Conceptualisation of females and womanhood 
 
When reflecting on the concept of females, it is important to do so whilst cognisant of 
the idea and knowledge that this construct is potentially culturally and socially defined. 
This, therefore, requires engagement from a contextual space to avoid falling into the 
common trap of feeding into misconceptions of womanhood. Furthermore, unless one 
has a clear understanding of the dimensions that constitute significantly to the 
definition of what a woman is, one may find it even more difficult to engage with the 
concept of womanhood. Engaging with this concept will more accurately position the 
reader to further understand that constructions of womanhood are not only influenced 
by gender stereotypes, but further influenced by stereotypes, which are formed from 
ethnic perceptions (Denmark and Paludi, 2008). The researcher believes that this 
study will significantly highlight the complexities and realities of leadership obstacles 
that South African organisations face, which surfaced during conversations that she 
held with the African female participants. More importantly, the South African female 
leader’s context dynamic of racial - ethnic groups such as Coloured, Indian, Pedi, 
Shangaan, Sotho, Swati, Tswana, Venda, White, Xhosa and Zulu presented 
particularly rich contexts. In this respect, self-perceptions and others’ perceptions of 
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African female leaders were highlighted as being potentially different, though also 
similar.     
 
A woman can be defined from a scientific or medical perspective in terms of her 
biological gender at birth, where the ‘female’ as opposed to the ‘male’ category 
surfaces (Denmark and Paludi, 2008); however, the focus of this study is to present 
and engage with the concept of females and womanhood within the context of 
Industrial Psychology, Performance and Management disciplines, as opposed to the 
medical and scientific context and, more importantly, with a particular focus on females 
and their experiences within South Africa’s financial services industry. Prior to 
engaging with the concept of womanhood within the context of a financial services 
career trajectory in more detail, it is significantly relevant to investigate the role that 
females play within various dimensions of their lives, which would include family, work, 
community and societal roles (Chin, 2008). It is from within these dimensions that 
constructions of womanhood can be observed and, therefore, conceptualised. The 
major roles in which females’ function and that have been researched continually 
include family, community and work (Al-Krenawi et al., 2011; Derr, 1986; Dlamini, 
2004). However, it is through work and family lived experiences that the significance 
of role definition and role accumulation can be observed. To understand this further 
necessitates evaluating the role of females within various contexts.  
 
3.3. The role of females in the family, community and society 
 
Examining the role that females assume within the family context may lead to 
researchers understanding female employees’ actions and conduct in the work 
environment (Al-Krenawi et al., 2011). Hence, according to Perrons et al. (2006), the 
way that the family operates affects the actions and conduct of family members at 
work. For example, individuals within the workplace who come from troubled family 
backgrounds often display behaviours that are destructive such as regular 
absenteeism, depression, anger related problems, impatience, disobedience in the 
form of insubordination and work holism (Goldstein, 2011). In addition, they may 
experience challenges, which relate to career advancement (McMahon and Watson, 
2008). Individuals that hail from positive and supportive family backgrounds are said 
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to frequently display positive attitudes towards their personal lives, as well as their 
professions and careers (Fisher et al., 2003; Perrons et al., 2006).  
  
In contemporary South Africa and within an African context, there still exists a dearth 
in research, which focuses on the family as a central structure or social institution that 
continuously evolves with space and time (Oyewumi, 2002); and as one of the 
frameworks, which gave and continues to give individuals a somewhat “stable” 
anchorage in the social world, irrespective of how temporal (Hall, Held, and McGraw, 
1992). What is evident is that the shape of the family structure has shifted over the 
years, and in a contemporary era the family now portray females as providers and 
heads of households (Nduna and Langa, 2008). This literature, therefore, denotes that 
females have assumed leadership roles not only in the family, community and 
workspace, but basically in all previously male dominated sectors.  
 
Williams (2001) asserts that Black females’ experiences in society are not sufficiently 
examined, and in spite of some progress in this regard, the status quo was still intact 
at the time when this research was conducted. However, it continues to be an area of 
opportunity for greater exploration and research. Females are central to ensuring the 
management, stability, continual existence and moral rejuvenation within the family, 
community and society, at large (Rosaldo and Lamphere, 1974). However, when 
considering the role that females play in the workspace, this differs considerably, 
because here their importance has tended to be overlooked (Dipboye and Colella, 
2005; Denmark and Paludi, 2008). Furthermore, females continue to be perceived to 
be effective merely in positions that are mainly supportive in nature (Rosaldo and 
Lamphere, 1974), which means occupying roles that are not within key leadership 
areas, but rather in roles surrounding these (Chin, 2008). As females navigate their 
roles through various life dimensions, we observe how the construction of womanhood 
becomes culturally constructed (Mkhize, 2004). 
 
Another important role dimension for females is at community level, where females in 
South Africa have gradually been assigned to political positions since the country’s 
first democratic elections in 1994; however, many of these instances have been 
supervised and monitored by males. Hence, observably in the current South African 
political leadership arena, females have and continue to occupy roles that range from 
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local government counsellors, deputy ministers, cabinet ministers and 
parliamentarians (Norris and Inglehart, 2001). There has been improvement resulting 
in the appointment of a female deputy president but there is still no sign of a female 
President. This consequently means that perceptions around the capability of females 
to be leaders continue to be influenced by stereotypical, patriarchal, traditional and 
cultural notions.    
 
The concept of culture has been defined within various contexts in many research 
studies. Mkhize (2004) defines culture as “knowledge that is passed on from one 
generation to another within a given society, through which people make sense of 
themselves and the world; it incorporates language, values, assumptions, norms of 
behaviour, ideas about health and illness. This body of knowledge is organised 
systematically and is known in anthropology as cultural meaning systems” (pp. 4-11). 
In line with this relevant definition by Mkhize, Pedrotti (2013) postulates that “while 
some definitions may include only identity facets such as race and ethnicity, others 
may include different salient factors in the life of the individual” (p. 41). The assumption 
here is that the author is referring to factors like values and beliefs, observed traditions 
practices and customs, that are regarded as being significant by female leaders from 
various South African ethnic groups, and this contributes to their perceptions of African 
female leadership in the financial industry. According to Chin (2008), biases based on 
gender-role still occur and have an impact on the assessment, perceptions and 
expectations of female leaders. In addition, Chin (2008) highlights the fact that, 
therefore, these expectations and perceptions are bound to influence how female 
leaders behave. The following section therefore, delves deeper into trying to 
understand Chin’s point of view by engaging with literature that focuses on how 
females are perceived.  
 
3.4. How females are perceived 
 
In defining perceptions, these may be considered as “a process by which individuals 
organize and interpret their sensory impressions to give meaning to their environment”, 
which results in peoples’ perceptions of their reality that impact their behaviour 
(Robbins, 2005). In considering what contributes to people’s perceptions, several 
factors may be at play such as their situation, aspects within the perceiver themselves, 
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or aspects of the target (Robbins, 2005). When it comes to forming decisions about 
others, people focus on observing behaviour, and from this they try to ascertain if it is 
internally or externally caused, which is referred to as attribution theory. The challenge 
with attribution theory is that individuals are inclined to undervalue the influence of 
external factors and, in turn, they overrate the effect of internal factors in forming their 
judgments and opinions about others’ behaviour. What may at times occur is that 
people exhibit selective perceptions, as they selectively deduce meaning from what 
they see based on personal factors such as personal attitudes, interests, experiences 
and background. Contracting this stereotype may occur when individuals are not 
judged on merit, but rather on another’s perception of the identified group with which 
the said persons are associated (Robbins, 2005). 
  
Perceptions of females’ effectiveness within managerial positions have globally 
continued to remain questionable, with undertones of negative and unfavourable 
references, as evidenced in British research studies such as Judge (2003 as cited in 
Anderson, 2013), whose article featured in The Times, titled, “Women on the board: 
Help or Hindrance?” In her study, Judge (2003 as cited in Anderson, 2013) argued 
that although females from Britain in leadership positions complied with Employment 
Equity (EE) initiatives for business and the community, female leaders were negatively 
impacting company performances, which were measured by the share price at the 
time. Studies like these by Judge (2003 as cited in Anderson, 2013) highlight invisible 
barriers, which hinder the growth of females in leadership positions and the perpetual 
negative perceptions of their ability to lead organisations.   
 
An evidence-based proposal states that once placed into leadership roles, females’ 
performance is judged quite harshly and is constantly under scrutiny, with often 
negative performance feedback (Ryan and Haslam, 2005). This can also be related to 
and seen when considering the concept of the “agentic penalty,” which, according to 
Livingston, Rosette and Washington (2012), refers to the backlash that females in 
leadership positions suffer in reaction to their display of agentic behaviours such as 
assertiveness, dominance, competitiveness and other unyielding traits, which form 
part and parcel of leadership demands. Apparently, this agentic penalty occurs 
because these behavioural traits are perceived as being incongruent to the prescribed 
gender roles. Furthermore, Livingston, Rosette and Washington (2012) suggest that 
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a predicament that female leaders and not their male counterparts experienced is 
being able to show emotions that are agentic, as well as similar behaviours, and not 
face judgement because of it. Even more significant is their explanation that African 
female leaders will undoubtedly face agency consequences, which are similar and 
probably more so than those that White female leaders experienced that exhibit 
agency. This factor can be related back to the theory mentioned in Chapter One and 
Schein’s (2001) description of the ‘think manager – think male’ prejudice (p. 675); 
however, with the added connotation of racial bias. Hence, Livingstone et al. (2012) 
propose that it is in this context then that the perception that the White male represents 
the prototypical leader, applies; which further implies that it is plausible to assume 
agency disadvantage for Black females to be considerably greater, as neither their 
gender role nor their race is considered to be representative of the traditionally 
assumed leadership characteristics (Livingstone et al., 2012).     
 
Cohen and Broschak (2013) highlight the fact that the assumption is that females will 
have better performance feedback and success for feminine defined leadership roles, 
for example, when they occupy positions of leadership within Human Resources 
divisions; while conversely, for measures of leadership that are considered to be 
traditionally masculine, the effectiveness of females as leaders and their leadership 
approaches are often considered to be inferior to those of males. These kinds of biases 
and views stem from and encourage what Schein (2001) calls the ‘think manager – 
think male’ unfairness and prejudice (p. 675). This could, therefore, imply that there 
are likely to be more female leaders within more “feminine” or “support” areas, as they 
would be more positively received here. According to Cohen and Broschak (2013), 
views within the work environment and organisations indicate that employees prefer 
male supervisors over female supervisors; and that a significant number of male 
managers continue to be sceptical about the effectiveness and success of female 
leaders. Interestingly, it appears that it is not only males in the workplace who hold 
such perceptions of female leaders, since fellow female employees, subordinates and 
colleagues also do. In South Africa’s context it is even more complex and dynamic in 
nature because of the historically racial and ethnic disparities, which also play an 
influential role in gender and leadership stereotyping. Hence, it is important to explore 
an historical account of females.  
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3.5. Historical account of the development of females 
 
Researchers that have engaged with the topic of African female leaders are mindful 
that females have remained “pivotal to the subsistence and survival of entire 
communities in the last fifty years, acting as shock absorbers, unpaid care-givers, 
innovators, organizers and change agents, even though this has been mainly behind 
the scenes, meaning as subordinates to their male counterparts” (Dlamini, 2004; 
Amoateng and Heaton, 2007; Al-Krenawi, Graham, and Gharaibeh, 2011; Mbatha, 
2011; Tamale and Bennett, 2011; Sanya, 2013 as cited in Dlamini, 2015). The roles 
that females have played have, therefore, been varied and diverse. Tamale and 
Bennett (2011 as cited in Dlamini, 2015) highlight that the representation of African 
females across all sectors of society have shown a significant increase from 1963 
working alongside males. The reach and growth of females have been expansive 
across industry, as well as amongst layers of management and leadership.   
 
Catalyst (2004) indicates that directors are critical in all sectors in terms of the role that 
they play in making decisions. They add significant value to the welfare of their     
organisations, as well as to broader society, based on their leadership mandate, which 
engenders trust. In addition, they provide fair direction and requisite recognition and 
compensation for everyone in the organisation. Directors are considered to be key 
leaders, whether they are in the public or private sector. Often, over the years, females 
have had to assume subordinate roles both at home and in the workplace; however, 
the 20th and 21st centuries have seen a gradual improvement in females holding 
managerial positions (Mathur-Helm, 2005). Additionally, the number of females that 
have broken the so called “glass ceiling” (Williams, 2013) can be observed from 
academia, where young females enrol for tertiary level courses within previously male 
dominated professional domains such as science, engineering, finance and 
technology.   
 
The Grant Thornton International Business Report (IBR) (2013) explores the 
representation of females at senior levels within the corporate world, globally, and 
examines opportunities for growth in representation to become sustainable and to 
achieve equity. A latest survey, which explored the views and expectations of 13 000 
large businesses that are privately managed, mid-sized and listed organisations from 
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across 44 economies, indicates that in South Africa females occupy a quarter of top 
decision-making roles. This has been the status quo since 2009, which is inadequate 
with merely 28% of senior management roles being filled by females (IBR, 2013). 
Compared to international businesses, this situation does not appear to be unique to 
South Africa, as global averages show marginal improvements. Year-on-year there 
has been a promising 3-point growth globally amongst females in senior management, 
placing 24% of businesses with females in senior management positions (IBR, 2013). 
This shows recovery from the decline that was experienced previously, which may be 
somewhat attributed to the global recession. This means that although there was an 
increase since 2012, the growth has remained slow since 2009, with a 24% global 
representation (IBR, 2013). Currently, comprising 35% of the global workforce, the 
question at hand is whether females will ever be equally represented in the workplace 
(IBR, 2013).  
 
Even with the growth of female representation at senior level, males continue to 
dominate representation. When considering the African context specifically, limited 
current data exists around females in management positions (Booysen and Nkomo, 
2010). The last 40 years have seen noteworthy, general changes in females’ 
representation, globally, particularly in leadership positions owing to greater volumes 
of females entering the working world; however, greater efforts must be made to 
increase and maintain their growth in this regard. The findings indicate that of those 
South African businesses that were surveyed in the IBR, 21% did not have females in 
senior management positions. Efforts from organisations to ensure gender integration 
at all levels has been said to be more achievable and visible in organisations that have 
higher proportions of female executives (Cohen and Broschak, 2013). The IBR also 
indicated that poor representation of females extends to board level positions, as 
South African boards only comprise 15% of female members, compared to 19%, 
globally, and 26%, in the BRIC economies (Hern, 2013). The challenges faced globally 
around representation of females in leadership also translate to the South African 
context; this is explored further in the next section.  
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3.6. Women in leadership within the South African context 
 
From a South African government perspective, the prioritisation of females’ 
advancement was indicated at the 2013 State-of-the-Nation address by then president, 
Mr Jacob Zuma, which had a specific reference and commitment to creating gender 
equality through the “Gender Equality and females Empowerment Bill”. Improving the 
status of females within the South African context remains critical for government, 
hence the Gender Equality and females Empowerment Bill aims to promote the growth 
of females into decision-making roles and structures (Zuma, 2013). Further efforts by 
female executives, which have been geared towards the development of females, 
include hosting initiatives such as the “Women in Finance and Leadership Conference”, 
which was held in November 2010, in South Africa (Brent Personnel, 2013). This 
conference addressed issues, which relate to female empowerment, gender 
transformation and its significance for finance executives. Furthermore, it explored 
ways in which females were fundamentally creating change and altering the business 
landscape in all sectors, and how the savviest companies were responding to this.   
 
Despite increased progress made by South Africa in recent years in the growth and 
representation of females within the working context, there continues to be massive 
under-representation (Catalyst, 2004). In terms of female board directors, South Africa 
has a mere 7.1%, while Australia has 8.4%, Canada has11.2%, and the US has 
13.6%. This shows that compared to other countries, South Africa is a laggard 
(Catalyst, 2004). An area where the growth of females’ representation was significant 
for South Africa was in the field of Chief Financial Officers (CFOs), which displayed a 
remarkable improvement from 14% in 2012 to 32% in 2013. The representation of 
females in Chief Executive Officer (CEO) roles, however, continues to be a challenge 
and remained low year-on-year with minor improvements (Hern, 2013). 
 
In terms of planning to hire females in South Africa, local businesses were amongst 
the leaders, as they intended to hire more females in 2013, hence 32% of South 
African organisations indicated this intent compared to 17% BRIC organisations and 
15% global organisations (Hern, 2013). A further strategy to appoint more females to 
senior management roles was used by employing talent management and additional 
programmes that recognise the various roles that females play and to allow for 
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innovation. Flexible work arrangements are a means that were identified for South 
African businesses to use to make themselves more alluring to females, hence 53% 
of South African businesses that were surveyed had flexible work arrangements in 
place compared to 67% globally, and 40% of the BRIC businesses, which proved 
significantly less flexible (Hern, 2013). Despite this, the representation of South 
Africans compared to global proportions indicate that South Africa ranks third in terms 
of organisations that hire females as senior managers and ranks eighth in terms of 
having females represented with opportunities and roles at senior management level 
(Grant Thornton International, 2013).  
 
In their research within this realm, Grant Thornton surveyed the role of females in 
business for the last 13 years and state that 75% of South African organisations have 
hired females, offering them opportunities at senior management. The global average 
is much lower than this at 59%, while 26% of overall opportunities at senior 
management in South Africa currently have females occupying these positions, which 
in itself is 7% greater than the global average (Grant Thornton International, 2013). 
This reflects the notion that opportunities at senior management are available for 
South African females. However, there are still significant challenges that they face at 
this level, including achieving parity and reaching top management roles such as the 
C-suite and serving on the organisation’s Board of Directors. These challenges and 
the like are what many refer to as ‘the glass ceiling’, which prevents them for obtaining 
the coveted top jobs (IBR, 2013). This reinforces the continued presence of a 
patriarchal society. The percentage of female board directors is, therefore, still low, 
portraying South African work environments as hindering females from attaining roles 
that allow them to be decision makers and to hold significant influence and authority 
in organizations.  
 
We continuously hear of equal opportunity in South Africa; however, it appears that 
statistically, through their reporting of representation, that some organisations in South 
African have not sufficiently evolved to empower females by affording them the ability 
to lead and manage, whilst they share broader leadership skills, knowledge and 
competence with females (Hern, 2013). This indicates that within the South African 
context, transformation has but touched the surface in raising consciousness about 
gender-based discrimination and injustice, whilst the barriers that exist in 
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organisations for females’ career advancement and opportunities for them to grow, 
remain; resulting in limited examples of females being placed in top positions within 
organisations. This affirms that implementation of employment equity measures and 
legislation in South Africa have not removed the pervasive bias in career mobility and 
promotion for females and segregation of work (Booysen and Nkomo, 2010; Hern, 
2013; IBR, 2013). 
 
The success of government quota systems that drive change is highly dependent on 
their implementation. When probed about whether they would support quotas to 
legislate greater representation of females being represented on executive boards of 
large listed organisations, it was encouraging to see that 60% of South African 
businesses that participated in the IBR indicated that they would support the quota 
system (IBR, 2013).  The global comparison shows that a mere 37% of businesses 
that were surveyed were in support of government-enforced quota systems (Hern, 
2013). Despite these challenges, some females have been successful in establishing 
themselves as leaders, which is presented in the next section to gain further insight 
into some female leaders.   
 
3.7. Insight into some female leaders  
 
Women in leadership has been a topic of interest and discussion globally, driving 
headlines across various industries. Article headlines such as “Not enough female 
CEOs in South Africa: survey” (2013, March 8), Times Live, is one of many that depict 
the current landscape regarding females in senior management positions. The need 
for transformation is evident in the current representation of females, and the focus on 
females’ representation in employment equity initiatives (Census, 2006). Globally, the 
representation of female leaders that contribute towards the growth of the economy 
appears to still be limited. This gap in the leadership of the global economy is even 
more significant within continents and contexts that have strong ethnic and traditional 
practices that are culturally ingrained. These are contexts in which females are still 
defined within the framework of what Booysen and Nkomo (2006) refer to as gendered 
stereotypes.    
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With reference to the global space, successful female leaders are often recognised 
and acknowledged through media mediums such as Forbes Magazine, for example, 
in the United States of America. With specific focus on understanding the 
representation of females of colour in South Africa, the view of Black females, namely 
African, Coloured and Indian females, indicates that within the South African context 
there are some female leaders who are recognised for their success in senior roles. 
Most female executives in the finance industry are mostly qualified as Chartered 
Accountants (CAs). However, some also feature as Actuaries, with a significant portion 
of them filling leadership roles within Asset Management Organisations (Brent 
Personnel, 2013). There are several examples of South African female leaders who 
are leading the way in the finance sector. The racial integration factor has also been 
a significantly visible challenge, with more White and Indian females participating 
increasingly in the finance industry compared to Black and Coloured females (Census, 
2006), and many of these females are highly qualified CAs in South Africa. The 
following are a few female leaders within the financial services industry, which 
illustrates the representation of such females:  
 
 Albertinah Ngwezi, African female, Chief Operating Officer (COO) of the PIC 
(Public Investment Corporation); she is a CA (SA); 
 Bongiwe Gangeni, African female, Deputy Chief Executive Officer for Retail and 
Business Bank (RBB at Absa, with a BPharm; PDM; MBA and AMP (INSEAD); 
 Deborah Fuller, White female, Group Human Resources at Nedbank with a 
B.Soc.Sc (Rhodes University); 
 Emrie Brown, White female – Co-Head Investment Banking Division at Rand 
Merchant Bank; 
 Funeka Montjane, African Female, Chief executive, PBB South Africa at 
Standard Bank with BCom (Hons) (Wits), MCom (UJ), CA (SA); 
 Iolanda Ruggiero, White female, Managing Executive of the Wealth cluster at 
Nedbank with BMil (Hons), Bus and Admin (Hons), AMP (INSEAD); 
 Isabel Lawrence, White female, Group chief compliance officer at Standard 
Bank with BA (Hons), LLM (RAU); 
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 Jo-Ann Pohl, White female, noted for her role as CFO Africa of Standard 
Chartered, also named as a finalist in the CEO Magazine’s most influential 
females in business and Government Award 2010; 
 Khensani Nobanda, Group Marketing and Corporate Affairs at Nedbank, with 
BCom (University of Witwatersrand, SA) and MBA (GIBS); 
 Kim Macfarland, CA (SA), as COO of Asset Management company Investec, 
was named one of the 100 most influential females in European Finance; 
 Margaret Nienaber, White female, Chief executive, Wealth at Standard Bank 
with BCompt (Hons) (UFS), CA (SA); 
 Maria Ramos, White female South African, Chief Executive Officer of Absa 
Group, which is one of South Africa’s four largest banks; she has served on 
several boards, whilst also occupying the role of South African Reserve Bank 
Governor with an Institute of Bankers’ Diploma (CAIB); BCom (Hons) and an 
MSc (Economics); 
 Nomkhita Nqweni, African female, Chief Executive: Wealth, Investment 
Management and Insurance at Absa with a BSc and PG Dip (Investment 
Management); 
 Nonkululeko Goboda and Sindi Zilwa are cited as stand-out females as the 1st 
and 2nd African females, respectively, to qualify as CAs (SA)’s (Brent Personnel, 
2013);  
 Priya Naidoo, Indian female, Group Executive: Strategy and Economics at 
Nedbank with CA (SA) and AMP (Harvard Business School); 
 Raisibe Kgomaraga Morathi - Chief Financial Officer at Nedbank, African 
female with BCompt (Hons), CA (SA), HDip Tax and AMP (INSEAD); 
 Sola David-Borha, African female, Chief executive, Africa regions at Standard 
Bank with BSc Economics (University of Ibadan), MBA (University of 
Manchester), AMP (Harvard), GCP (IESE, Wharton, CEIBS); 
 Tryphosa Romano (CA) SA, African female is noted for the role she held as the 
president of the African Females Chartered Accountants, and the Chief 
Financial Officer (CFO) of Wiphold (Brent Personnel, 2013); 
 Yasmin Masithela, group executive: Strategic Services at Absa, LLB; HDip 
(Company Law) and LLM (Tax Law); 
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 Yolanda Cuba, African female, noted for becoming the CEO of Mvelaphanda 
Group at the young age of 29; and  
 Zola Stephen, African female, Group secretary with B.Proc, LLB (UKZN). 
 
Observably, many South African organisations, particularly major financial 
corporations have adopted and implemented several initiatives from internal talent and 
succession planning to external young talent identification attempts as means to 
extend the pool of female talent to employ, and develop into leadership positions 
(McKinsey Quarterly, 2008). Furthermore, a growth in the amount of partnerships 
between these organisations and academic institutions has been evident, specifically 
to identify talent for potential leadership qualities by placing candidates in mentorship 
programmes, internships and succession planning initiatives. It is through such 
initiatives and attempts that the percentage of females, particularly Black females, has 
increased in the South African labour market (Census, 2006; McKinsey Quarterly, 
2008).  
 
There appears to be more opportunities available for young talented females in the 
labour market; however, even with these strides, as highlighted in the above sections, 
it appears that the leadership banner is still being held by males (Census, 2006). Chin 
(2008) confirms this by highlighting the paucity of females in senior levels of 
organisational structures. Furthermore, Chin (2008) indicates that because of this 
scarcity, research that has been conducted on leadership styles and traits is, therefore, 
one sided, as it stems from the male perspective. It lacks rich additional material, which 
could have been identified from the intersection of characteristics that span various 
areas such as race, cultural background, gender, social status, and so on, hence 
considering significant diversity in the leadership roles of females, which provide 
further variables to the presentation of leadership styles (Stanley, 2009). The global 
view indicates that some sectors have greater representation of females in senior 
management positions than others: healthcare is ahead with 45% of females 
occupying senior management roles; this is followed by education and social services 
(44%); hospitality (41%); cleantech (33%); and, lastly, financial services (29%) (IBR, 
2013). In a study, which McKinsey (2017) conducted across North America, they found 
that within the banking industry and consumer finance females comprise 51% of entry 
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level roles, 42% of manager roles, 36% of senior manager/director roles, 28% of vice 
president roles, 25% of senior vice president roles and, lastly, merely 18% of c-suite 
roles. These statistics confirm that various sectors face different dynamics, forces and 
challenges, which influence the representation of females in senior management roles. 
The following section engages with discourse that highlights the development of not 
only females, but further discussions around the need to acknowledge the different 
dimensions of a woman’s life, which is captured by the shift of not only referring to 
‘work,’ but also to ‘careers.’  
 
3.8. From work to careers 
 
The Catalyst survey indicates that when one considers the South African population, 
52% of the population are at a working age and can qualify to work; however, only 
41% of people who work are females, and of those a mere 14.7% are executive 
managers, and 7.1% are directors or presidents. The fact that there are female 
directors and presidents is an achievement, which many organisations, the state and 
society could no longer ignore affording females, particularly because of females’ 
social and human rights movements globally, and owing to the looming need for 
gender equality (Census, 2006). The shift from considering the idea that individuals 
do not merely hold jobs, but rather have careers, was introduced in Industrial 
Psychology literature, hence the concept of the existence of a “career” as opposed to 
merely focusing on paid work emanates from theorists from as far as the late 19th - 
20th centuries (Savickas, Nota, Rossier, Dauwalder, Duarte, Guichard, Soresi, 
Esbroeck, and Van Vianen, 2009). In the field of Organisational Psychology this 
concept proved to have been one of the most significantly researched during the 21st 
century, when positive strides were made in this area. Derr (1986) posits that one way 
for an individual to conceptualise a “career” is to think of it as a long-term planned work 
history, which signifies the dynamic and nuanced interchange between three activities, 
namely one’s work, relationships that exist or are formed, and one’s self-development.   
 
Therefore, leadership may be considered to be an essential part of a career, 
particularly as individuals are placed in situations where they are able to engage in 
interplay or work, as well as relationships and self-development, as highlighted by Derr 
(1986) and Patton and McMahon (2006). Brown (2002, as cited in Dlamini, 2004) 
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states that a career is located within culture, which can either support or hinder a 
person’s career development. Furthermore, Brown (2002, as cited in Dlamini, 2004) 
asserts that a career does not only occur within a cultural context, as it is also 
influenced by gender, which means that gender, as a pivotal role construct, is linked 
to the construction, roles and societal connotations that are ascribed to careers.  
 
Women play multiple roles, which intersect and influence each other in different ways 
based on their lived experience. Hence, role accumulation, which includes those of 
family, work and community that are relevant to African female leaders, forms a 
significant part of their career lives (Patton and McMahon, 2006; Stanley, 2009). 
Steinberg, True and Russo (2008) suggest that it is important to focus on the 
numerous multifaceted roles that females play, magnifying the influence of females’ 
psychological well-being. Furthermore, these authors highlight the fact that “concern” 
regarding undesirable consequences of being employed on their welfare can 
inappropriately be manipulated to further rationalise discrimination against females. 
Both work and family experiences are said to have additive effects on well-being; with 
research portraying role accumulation as possibly having beneficial outcomes on 
physical and psychological well-being (Greenhaus and Powell, 2006), as well as 
mental health and wellbeing (Steinberg et al., 2008). Psychological well-being 
research focuses on how individuals feel personally, their self-reflections, their 
perspectives on their own situation, and the context from which they operate (Fisher, 
Katz, Miller, and Thatcher, 2003). Therefore, complex factors in our physical, 
community environment and mental settings continually influence our physical and 
mental state of being, which can, in turn, threaten our welfare.  
 
Fuller (2004) postulates that the increase of females’ involvement in paid employment 
whilst also pursuing other significant social roles is assumed to contribute to factors 
that may explain gender differences in well-being. Womanhood, as perceived by 
African females who occupy positions of leadership, presumably involves roles 
intersecting on the home and work fronts (Stanley, 2009). Thus, as articulated by 
authors such as Rodin and Ickovics (1990), Fisher et al., (2003), and Fuller (2004), 
differences in well-being, particularly in males and females’ health, may, therefore, be 
attributed to several factors, which include, but are not limited to, different social roles, 
role expectations and role burdens, which are believed to be created by possible 
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conflicts that may exist between the domains of family and work life. Having said this, 
Fuller (2004) nonetheless suggests that the nature and value of social roles and 
relations potentially have a more significant impact on females’ welfare rather than on 
their male counterparts; this fact is indicated by the gender perspective. The gender 
perspective indicates that workforce contribution is the most significant role-related 
descriptive characteristic among females when it comes to their psychological welfare 
(Fuller, 2004). Additionally, Rodin and Ickovics (1990) highlight that other factors that 
may contribute to females’ health, and set it apart from the health of males, may 
include their abilities to adapt to and cope with stressful situations, imbalances in 
power, equality and control that exist between males and females both at home and 
in work spaces.   
 
Additionally, the happiness that one experiences in relation to their job and family 
dynamics is considered to positively affect overall views on how happy one is in their 
life, and happiness with the type of life that they have (Greenhaus and Powell, 2006). 
The key argument here is that the concept of leadership for African females constitutes 
a significant career goal and objective, one which would ultimately influence and 
contribute towards their holistic psychological well-being and quality of life (Dlamini, 
2004; Michaelson, 2013). Psychological well-being and quality of life would, therefore, 
encompass the ability for individuals to embrace, acknowledge and aim for the 
achievement of career role balance (Steinberg, True, and Russo, 2008, as cited in 
Denmark and Paludi, 2008). The idea of leadership for African females understandably 
forms a significant part of their career trajectory, one which would be perceived to be 
presumably high as an achievement for any individual, whether male or female (Betz 
and Hackett, 2006; Patton and McMahon, 2006). Thus, racial ethnicity and gender 
stereotypes, which pertain to leadership, may subconsciously impact on emotional 
states, opinions and behaviours (Dipboye and Colella, 2005; Steinberg et al., 2008), 
the result of which is bound to have a spill-over effect onto psychological well-being 
and quality of life.       
 
Further research by Ingersolt–Dayton, Saengtienchai, Kespichayawattana, and 
Aungsuroch (2004) posit that psychological well-being can be conceptualised quite 
differently across cultures and thus has two components, namely intrapersonal and 
interpersonal. These authors further highlight that psychological well-being is 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
77 
 
intimately connected to cultural values regarding individuals, relative to each other. 
They provide an example, since the quality of independence and interdependence are 
imperative in all cultures; however, most societies distinguish one as being more 
valuable than the other, which depends on whether one construes to a collectivistic or 
individualistic cultural orientation (Ingersolt-Dayton et al., 2004). When competent, 
talented and highly qualified African females continue to find themselves in secondary 
roles, it confirms the negative views of them being less able and/or unable to lead, 
thus also contributing somewhat to either negative or positive self-perceptions of 
employment satisfaction, leadership confidence and self-efficacy expectations. 
According to research which Marcussen and Piatt (2005) conducted, they identified 
that both Black females and White females stated experiences that were congruent 
when it came to how successful they thought they would be, and the conflict that they 
experienced in their roles, and in respect of employment satisfaction and notion of 
balance; however, the connection with well-being differed based on the individual’s 
race and gender.   
 
Therefore, perceptions around African female leadership, both from the perspective 
and construction of meaning of the person occupying the position of leadership, as 
well as those of others around them, would somewhat also contribute towards this 
psychological well-being and quality of life. Understanding perceptions, thus, provides 
a platform for researchers to consciously and continuously aim to understand the 
psyche of African female leaders, as well as those around them, both within the 
workspace, as well as the family space. Once this is unravelled, the workspace will be 
able to figure out ways to enhance the livelihood of African females, which will increase 
their chances of leadership success.  Stanley (2009) highlights the existence of an 
interlocking system that is formed because of the convergence of key concepts such 
as gender, social class, and race, and in the context of South Africa, ethnicity, which 
would significantly cause certain shifts in the lived experiences of individuals. With a 
focus on females, the next section discusses concepts of gender and stereotypes 
within management discourse. 
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3.9. Gender and stereotypes in management research  
 
The perception that traditional organisational structures are patriarchal is evidenced in 
literature, hence the need for the inclusion of both masculine and feminine values, 
leadership approaches and points of view, are all key in terms of creating diversity in 
organisations that address economic, social and environmental issues that currently 
exist (People Dynamics, 2013). Patriarchal views indicate how it is conceptualised; 
however, they have not defined it, as Fox (1988) indicates. This study uses a broad 
connotation of patriarchy. According to Fox (1988), “patriarchy is a social structure that 
allows men power and privileges that females do not have; it is a given social 
organisation that will act both to constrain people’s choices to promote certain social 
arrangements that individuals will find extremely difficult to avoid or escape” (p.166); 
and “patriarchy is control over females’ labour power” (Fox, 1988, p. 176).  
 
Research studies that deal with the psychology of females indicate that patriarchy is 
a construct that is not uniquely relevant to the African setting; but rather one, which is 
globally applicable to varying social contexts (Denmark and Paludi, 2008). Therefore, 
extant perceptions of females being inferior to males in South Africa may be historically 
located in stories that position males within dominant roles, whether it be in religion, 
wars, hunting, societal actions wars, politics, or social activities (Mamba, 2012). 
Denmark and Paludi (2008), amongst other authors, suggest that historic western 
research that dealt with the topic of gender and intelligence, published during the 19 th 
and 20th centuries, often presented results that claimed that males were intellectually 
superior. The growth of representation of females in leadership roles has resulted in 
extensive research to understand the resemblances, variances and nuances between 
the two genders in terms of their leadership approaches (Chin, 2008). One of these 
dynamics is leadership effectiveness (Eagly, Steven, and Makhijani, 1995). 
 
Exploring the impact of the intersection between race and gender within a South 
African context is a growing area of research, which previously had little focus. 
Booysen and Nkomo (2010) conducted research to discover and understand the 
impacts that gender and race have on stereotyping based on gender-role amongst 
leaders within the South African context. The research included the added complexity 
of intersectional analysis, comparing observations of the think manager – think male 
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theory amongst a combination of groups in South Africa, comprising both White males 
and White females, as well as Black males and Black females. This research 
considered what intra-class correlations existed to evaluate the alignment between 
accounts of males, in general, and successful middle managers and females, in 
general, while the analysis was done for each of the abovementioned groups based 
on race and gender. The research findings identified that Black males and White males 
both viewed males as the most suitable groups to possess the traits of successful 
leadership (Booysen and Nkomo, 2010). These research findings were then compared 
and reviewed against those for nine other countries across the world, and while some 
similarities with other countries emerged, there were also some differences when a 
race and gender analysis was conducted (Booysen and Nkomo, 2010).  
 
Significant focus has been placed on ways in which to explain the differences in males 
and females’ involvement in managerial roles and around the restrictions that females 
face in progressing (Booysen and Nkomo, 2010; Ely and Padavic, 2007). Other areas 
of focus around barriers to females’ growth and progression into management 
positions have focused on gender role stereotyping and gendered organisations 
(Acker, 1990; Alvesson and Billing, 1997; Heilman, 2001, as cited in Booysen and 
Nkomo, 2010). The manager-as-male stereotype concept, as an area of focus, 
indicates that gender stereotyping in respect of what the model manager should be, 
promotes an inherent bias against females within practices, which relate to 
progression such as managerial selection, placement, promotion and training decision 
making (Sczesny, 2003; Elsesser and Lever, 2011). This manager-as-male stereotype 
is, therefore, considered to be a critical reason when it comes to discrimination that 
females experience in organisations (Schein, 2007, as cited in Booysen and Nkomo, 
2010). Those who advocate the manager-as-male hypothesis stress how critical it is 
to research and understand peoples’ existing perceptions of the stereotype.   
 
The original propositions by Schein (1973), which explored the gender role stereotype 
connection with the required attributes of management, is where the manager-as-male 
stereotype stems from. However, it is also noted that since then much research has 
been conducted around this stereotype (Heilman, 2001; Powell et al., 2002; 
Wellemsen, 2002; Sczesny, 2003; Duehr and Bono, 2006; Jackson et al., 2007, as 
cited in Booysen and Nkomo, 2010). Schein could illustrate a connection in terms of 
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gender role stereotyping with those attributes that were thought to be necessary for a 
manager to be successful. Her findings indicated that the perception that middle 
managers who were successful had the temperaments, attributes and approaches that 
would generally be attributed to males instead of those ascribed to females, in general, 
was a view held by both males, as well as females.  
 
Research has shown that those studies that have subsequently replicated the work of 
Schein have largely affirmed her theory (Booysen and Nkomo, 2010; Elsesser and 
Lever, 2011). The exception to this was Orser (1994), whose research comprised a 
sample of university scholars from Canada, and the study concluded that females and 
males were considered to equally have the potential and possess the requisite abilities 
for leadership. When reflecting on the gender perspective in the study, females in the 
study considered the connection of females and leadership capabilities to be stronger 
than that of males and leadership capabilities.  
 
Taking a global view of Schein’s work, in 2001 she expanded the research to China, 
Germany, Japan and the UK, whilst updating the previous US research. The studies’ 
results from China, Germany, Japan and the UK were not dissimilar to her original 
work and affirmed those findings where both genders identified leaders as possessing 
traits, which are generally attributed more to males than females. Some change was 
shown in the US results from the original work 20 years ago, although the male 
perspective remained unchanged, while females’ perceptions changed, and females 
were found to believe that females were equally likely to have management 
characteristics (Schein, 2001). In explaining this difference, it was credited to the 
greater representation of females in the USA occupying roles that are at middle 
management when compared to Germany and the UK (Schein, 2001). Considering 
more recent studies within the USA, there appears to be a substantial shift in male 
beliefs, which is depicted in larger correspondences of views in terms of how they 
perceive successful managers, and how they perceive females (Booysen and Nkomo, 
2010). The consistent trend in several countries continues to be around alignment 
between management attributes and attributes that males and females possess, and 
though there appears to be more of an alignment between the aforementioned and 
men’s’ attributes, there are variances (Booysen and Nkomo, 2010). This leads to the 
need to unpack the impact of race and gender on stereotyping.  
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3.9.1 Race and gender stereotyping  
 
With the significant volume of research produced affirming this pervasive think 
manager, namely the think male concept referred to previously, a glaring gap in depth 
is that of studies that use race and gender as a lens through which to explore 
perceptions of females as managers. A consistent trend in current studies is merely to 
compare male and female perceptions (Booysen and Nkomo, 2010). Prior to the work 
of Booysen and Nkomo (2010), Tomkiewicz, Brenner, and Adeyemi-Bello (1998) is 
one of the limited research products that investigated race and managerial stereotypes 
through Schein’s index. These findings showed that there was a substantial similarity 
in feedback that was produced regarding those who are White, and the feedback from 
managers; however, when considering how respondents rated Blacks in comparison 
to managers, there was no alignment, hence producing insignificant results. These 
findings indicate that there is a case for race having an influence on managers’ 
perspectives. The limitation that was identified was that the combination of 
respondents’ race and gender was not explored (Booysen and Nkomo, 2010). 
 
From a theoretical perspective, there has been growth in scholarly motivation for the 
analysis of gender to not occur in isolation, but rather to include race and the 
accompanying dynamics, as well as ethnicity. The idea of exploring the relatedness 
between these multiple dynamics has been visibly expressed in the sphere of Black 
feminist theories. The notion and proposal of the Black feminist theory appeared owing 
to the apparent omissions of lived experiences, circumstances, understandings and 
dynamics for people of colour within all societies (Hull et al., 1982; Hurtado, 1989; Hill-
Collins, 1990; Mohanty et al., 1991; Crenshaw, 1995; Nakano Glenn, 1999; Bell and 
Nkomo, 2001; Essed, 2001; Holvino, 2008; Waters and Conaway, 2007, as cited in 
Booysen and Nkomo, 2010). Black feminist theories highlighted the fact that everyone 
has race and gender,    and defined race and gender under the concept of inter-
sectionality by way of “interlocking categories,” “intersecting systems,” 
“interdependent systems,” “indivisible categories,” or “interrelated axes of social 
structure” (Booysen and Nkomo, 2010). In considering race and gender concurrently, 
one view indicates that “double jeopardy” may be at play, since being Black and female 
meant effectively being impacted twice from a race and sexism perspective (Beale, 
1970; Epstein, 1973; Settles, 2006, as cited in Biernat and Sesko, 2013). Inter-
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sectionality promotes the notion that the way in which individuals experience race 
aspects and how they experience the gender aspect are not isolated, but rather that 
they are connected and experienced concurrently (Acker, 1999; Nakano Glenn, 1999; 
Ferdman, 2000; Andersen, 2005; Holvino, 2008, as cited in Booysen and Nkomo, 
2010).  
 
Examining gender and race concurrently, as proposed by inter-sectionality,    means 
that a study of gender must include race, as perceptions and experiences are 
influenced by both, while development of identities is, therefore, based on the 
experience of both race and gender (McCall, 2005, as cited in Booysen and Nkomo, 
2010). These identities can at times be contradictory and are influenced by context, 
with gender identity being presented as an intricate part of deeply ingrained identity 
based on race (Bell and Nkomo, 2001; Andersen, 2005; McCall, 2005, as cited in 
Booysen and Nkomo, 2010). During an individual’s life various identities are 
continually formed, reconstructed and reinforced, and these are influenced by 
society’s structures and institutions. Within society gender incorporates connotations 
and is entrenched within the backdrop of racial categorisations, which have hierarchies 
and practices that privilege some groups and, conversely, subordinate others (Acker, 
2006, as cited in Booysen and Nkomo, 2010).   
 
Variances in organisational positions are not located solely within gender and males 
and females’ nuances but extend further to add influences of specific race groups, 
ethnic backgrounds and social status. This acknowledgement of interconnecting race 
and gender underlies the importance of social location and standpoint, which are two 
significant theoretical concepts (Booysen and Nkomo, 2010).  According to Booysen 
and Nkomo (2010), social location is the position that a person occupies in society in 
respect of gender, race, sexual orientation, and so on. Based on the power that an 
individual may have within a group, and the manner in which groups intersect, social 
locations can be both privileged and oppressive; hence, behaviours and perceptions 
are influenced by where within society people are located, and the power or lack of 
power that is associated with this location (Booysen and Nkomo, 2010). The second 
concept of standpoint has been described as an important view, which disadvantaged 
or oppressed groups could possess regarding the role of power relations within 
society, as the group’s location in intersecting hierarchical structures creates the 
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formation  of standpoints and not individuals (Hill-Collins, 1998, as cited in Booysen 
and Nkomo, 2010).  
 
Further proponents of Black feminist research indicate that although gender may 
create a specific social location and standpoint for females owing to gender 
subordination, the distinguishing feature that positions females in varying ways, is 
race. Hill-Collins (1990) indicates that when considering the experiences of Black 
females specifically, they have a different perspective based on their underprivileged 
role that they inhabit along the axis of race and gender. This standpoint, as a lens to 
consider Black females, is affected by an additional contributing element of being 
discriminated against and viewed as lesser beings, and, which includes a history that 
is characterised by plights against discrimination and oppression (Booysen and 
Nkomo, 2010). Looking at Black females’ standpoint, there are four major elements, 
with the fourth being the most relevant to this research, where the authors contend 
that Black females are able to empower themselves through the generation of their 
own definitions of self, and their own evaluations of self, which allow for the creation 
and maintenance of positive images in order to respond to the negative depictions of 
Black womanhood (Crenshaw, 1995; Hill-Collins, 1998; Bell and Nkomo, 2001, as 
cited in Booysen and Nkomo, 2010).  
 
The experience of racism and sexism may also be lived and experienced in differing 
ways based on the individual’s race and gender. The circumstance for Black females 
would indicate that their race and gender identities would afford them a different type 
of prejudice than White females or Black males, positioning Black females as 
potentially “invisible” (Davis, 1981; Bell, 1992; Purdie-Vaughns and Eibach, 2008; 
Fryberg and Townsend, 2008; Sesko and Biernat, 2010, as cited in Biernat and Sesko, 
2013). This view refers to proto-typicality, which can alter based on the number of 
varying characteristics that the individual is considered to have. This invisibility 
proposition indicates that Black females may face various discriminations, which may 
protect them from typical race and gender discrimination. The negative consequence, 
however, is that the invisible is less likely to be represented in community and their 
faces and contributions less recognised and acknowledged (Fryberg and Townsend, 
2008; Goff, Thomas, and Jackson, 2008; Sesko and Biernat, 2010; Johnson, 
Freeman, and Pauker, 2012, as cited in Biernat and Sesko, 2013). The invisibility 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
84 
 
argument indicates complexity in the lived experiences of Black females, which 
suggests that they do not have the same expectations of dominance as White females 
and Black males, hence they are less likely to experience negative reactions for 
displaying leadership behaviour that is dominant. In terms of this dominant behaviour, 
Black females and White males were judged alike, whereas it was less tolerated in 
White females and Black men; in other research there was little tolerance for failure 
amongst Black females than amongst others, with Black females leading unsuccessful 
organisations being judged more harshly as being ineffective in comparison to Black 
males, White males and females, in general (Rosette and Livingston, 2012; Livingston 
et al., 2012, as cited in Biernat and Sesko, 2013). 
 
Heilman and Haynes (2005) conducted research, where participants were required to 
assess male–female dyads upon completing a task that could be classified as 
successfully “masculine”. The project-task was to create an investment portfolio. In 
assessing the outcome, the race groups of the targets were not indicated; however, 
the default guess was assumed to be White (Biernat and Sesko, 2013). Over three 
research studies were conducted, where the female team member was given less 
credit for the work done and was assessed more negatively than her male counterpart, 
unless there was proof that the female was capable and contributed to the successful 
outcome of the project-task (Biernat and Sesko, 2013).  
 
While there is a gap in terms of research depth from an intersectional viewpoint and 
how it impacts leadership, as well as stereotypes around the combined contributions 
of race and gender as dynamics, there have been researchers who have studied the 
importance and implications of it within organisations (Bell and Nkomo, 2001; Hite, 
2004; Bell et al., 2003; Acker, 2006, as cited in Booysen and Nkomo, 2010). Bell and 
Nkomo (2001) conducted research that explored how race combined with the aspect 
of gender to influence female managers’ lived experiences, as well as their working 
lives and careers. This study considered both White females and Black females and 
the results showed that the experiences of the two groups differed, as well as their 
perceptions of challenges and blockages to their growth and ability to climb the 
corporate ladder. From the Black female group’s perspective, the impact of racism as 
a barrier and sexism as a discriminatory practice, was described as an undesirable 
aspect of their workplace experiences.  Conversely, the White females’ group did not 
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share this sentiment, as they cited having more opportunities and growth in their 
careers; however, they described notable obstructs to their career success, which 
were rooted in their gender. Based on their research, Bell and Nkomo (2001) 
concluded that Black females experience racism and sexism in organisations daily, 
while conversely, White females are advantaged owing to their race, though 
marginalised owing to their gender. In considering Black feminist theory, Bell and 
Nkomo (2001, pp. 168-169) identified that relying on their heritage of being viewed 
culturally as strong Black females to produce the required positive assessments of 
themselves, was an approach that Black females used to allow themselves to tolerate 
the judgement and prejudice that they encountered daily within organisations 
(Booysen and Nkomo, 2010). In the McKinsey (2017) North America study they 
identified that females’ experiences are meaningfully shaped by the intersection of 
race and gender, since females of colour, particularly Black females, experience more 
hurdles, challenges and a stepper-path to travel in their leadership journey. These 
females cited less support and slow promotions as directly impacting on them, thus 
impacting their perceptions of access and opportunity for promotion.  
 
There have been studies that were conducted on race and gender within the South 
African context. Booysen (1999) describes notable differences in race and gender and 
how they impact peoples’ views of their nation’s culture, specifically those connected 
to  “collectivism, gender differentiation, humane orientation and future orientation” 
(Booysen and Nkomo, 2010). Littrell and Nkomo (2005), however, found in their study 
that there were no statistically significant differences in their work amongst the views 
of Black males and White males, and amongst the views of Black females and those 
of White females from their indicators when describing favoured leader behaviours. 
What is evidenced in this research to date is that research cannot depend on gender 
alone when considering organizational issues such as manager stereotypes, as it can 
be reasonably expected that the race and gender of an individual combined, and not 
merely gender alone, may in fact influence perceptions that individuals and groups of 
managerial stereotypes hold (Booysen and Nkomo, 2010). This, therefore, alludes to 
the fact that perceptions play a specific role, which requires further understanding, 
hence exploration of the role of perceptions.  
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3.9.2 The role of perceptions  
 
Rosaldo and Lamphere (1974) highlight the idea that in the context of females’’ roles 
and their career journeys, a clear majority of females are on a path of seeking 
understanding of their status and role, and ways to alter it. This need for change is 
amplified by females’ awareness of sexual injustices and unfairness within society, 
extending to the political realm and even the economy. Therefore, unless females who 
hold leadership positions are conscious of the role that perceptions play in facilitating 
transformation initiatives, they will not be able to understand how they can lend a hand 
in shaping, creating and changing the private and public worlds in which they live.  In 
lieu of this, how females in leadership positions perceive themselves and believe they 
are perceived, is bound to influence their mind-sets about their leadership identities, 
which would, in turn, result in a presentation of either positive or negative behavioural 
traits. There could be many influencing factors that could possibly present as catalysts 
towards an individual’s self-perceptions within a leadership position. For example, 
according to Michaelson (2013), the value placed on the work role, referred to as the 
job-career-calling typology, in this instance, being the position of leadership by the 
individual, will somewhat impact on their leadership identity, of which they will exhibit.  
 
Michaelson (2013) states that there are three dimensions to the value that is placed 
on the role of work by individuals, namely those who consider work to be a job or 
vocation, those who regard it as a career, and those who describe work as a calling. 
For those who view work as a job, the individual focus is on monetary outcomes and 
the need to work as opposed to the joy and personal satisfaction that the job may 
bring; those who view work as a career emphasise advancement and moving up the 
ladder; and those who consider work to be a calling, place their focus on enjoyment, 
fulfilment and, mostly, socially serving work. In confirmation of the value of work, Betz 
(2008, cited in Denmark and Paludi, 2008) highlights that work is the social act around 
which individuals establish meaningful and rewarding life routine; a routine, which, in 
its absence, can portray the worst attributes and behaviour traits in any individual. In 
consideration of the concept of employment satisfaction as an important facet of 
career life design, whilst investigating perceptions of African female leaders, it would 
be beneficial to consider the idea that a happy leader creates a happy working 
environment, which facilitates space for a happy workforce. Furthermore, when 
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seeking to understand females and leadership dynamics, it would be essential to note 
that females can appreciate various components of their roles or career positions as 
opposed to males (Steinberg et al., 2008). 
 
Therefore, in consideration of Michaelson’s (2013) typology, as well as Steinberg et 
al’s. suggestion, the perceptions that the participants will have of themselves, their 
leadership confidence and positioning, will potentially be influenced by what they 
perceive the value of their leadership role to be. Furthermore, according to Michaelson 
(2013), in the case of work value as a career, the concepts of self-realisation and self-
determination are crucial characteristics that the African female leader would have to 
pursue and maintain. However, whilst doing so they would need to be aware of the 
possibility of enduring agentic penalty, as these characteristics are not congruent with 
the gendered female role (Livingston et al., 2008). By understanding the significance 
and effects of perceptions on the psyche of individuals, particularly that of females 
who live within contemporary African spaces, the academy would be positioned 
strategically, not only to close the research gaps pertaining to leadership, but to further 
facilitate relevant and fruitful boardroom conversations; ones, which could contribute 
towards creating employment equity (McKinsey Quarterly, 2008). Additionally, as 
highlighted earlier in the study, representation of previously disadvantaged individuals 
(PDIs) in organisations continues to be challenging. Studying perceptions of African 
female leaders, whilst being cognisant of the idea that leadership is considered to be 
a dynamic relationship that exists amongst both leaders and their direct reports 
(Ospina and Foldy, 2009), could prove significant in facilitating transformation of the 
workforce to that, which embraces diversity and equitable representation. 
   
The concept of perceptions may be considered in different ways, which could include 
one’s self, as well as one’s immediate environment such as family and work spaces. 
Irrespective of the angle, context nonetheless forms a substantial lens, which zooms 
in on issues such as culture, gender, race–ethnicity and how these intersect with 
female role accumulation from which leadership roles can be observed. Bruner (1990, 
as cited in Mkhize, 2004) highlights a crucial component regarding peoples’ behaviour, 
namely their psyche, which gives them meaning and a sense of purpose, and includes 
interactions, procedures and components of creating personal meaning that can only 
be achieved when one contributes to cultural symbolic systems. Consequently, self-
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observations and perceptions of others in respect of African female leaders who work 
in companies that have been founded on patriarchal societies, would have their 
foundation as that, which either embraces inclusive and comprehensive job 
opportunities or restrictions. This would likely be experienced in narratives of their 
experiences, because according to Schwab (2013), when people share their stories, 
it creates personal meaning, and they use these outlets to share whatever principles, 
beliefs and ideals they hold close, and consider to be significant and pertinent. 
Therefore, the next section is intended to gain an understanding about perceptions 
held towards female leaders, which would contribute significantly to the creation of 
either an empowering or constraining environment for career orientated African female 
leaders.  
 
3.9.3 Perceptions held towards female leaders  
 
As highlighted in earlier phases of this research, society's perceptions of females 
influence their selection into roles, how their performance is viewed, and the support 
that they receive in the process of developing into leadership roles and beyond. 
Differences between males and females as leaders has generated much interest, with 
research exploring differences in style, barriers to leadership, stereotypes, and various 
leadership theories (Lips, 2009; Powell, 2011; Shum and Cheng, 2008). 
 
Perceptions of female leaders could thus present as either profound obstacles or 
motivating factors towards curbing gender inequities in the organisation (McKinsey 
Quarterly, 2008), particularly in the financial industry. Since the focus of the present 
study is on African females in leadership positions within the finance services industry 
in South Africa; the ethnic group dynamic, which forms a significant characteristic of 
the South African population, is bound to present as relevant in the differences in 
meaning creation, perceptions and constructions around female leadership in South 
African organisations. Historically, in South Africa, African females have been viewed 
as subservient; a perception, which is not aligned with the traditional perception of a 
leader who is White and male (Stanley, 2009). Therefore, there is a need to 
understand African female leaders within the South African context. Nonetheless, 
these attempts at understanding context involve awareness of the impact of the 
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existence of self–perceptions, as well as those of others on leadership enactments 
(Chin, as cited in Denmark and Paludi, 2008).   
 
The issue of race and gender poses an opportunity for explicit diverse variances in 
stereotypes that are credited to managers within the South African setting, particularly 
based on the country’s historical context, which has a foundation based on political, 
societal and racial hierarchies and differences embedded in Apartheid (Booysen and 
Nkomo, 2010). The history of the country also lends itself to differences in workplace 
experiences based on race and gender. The differentiators created by Apartheid 
meant that from both a race and gender perspective, unequal systems of power 
existed, which saw males being afforded opportunities that were not deemed suitable 
for females. This resulted in them occupying the most coveted and highest earning 
roles within organisations, as well as in the economic environment and having 
leadership roles solely available for White males (Booysen and Nkomo, 2010). 
Furthermore, according to Booysen and Nkomo (2010), in terms of differing 
perspectives categorised by race, White females were afforded opportunities and 
privileges that were denied to other races, which meant that from a workplace 
perspective this translated to White females being afforded roles such as secretaries 
or nurses, and so on, while for African females the place of employment was typically 
and largely confined to domestic work. Black males remained largely unskilled and 
occupied roles that required manual labour (Booysen and Nkomo, 2010). 
 
The legacy of Apartheid is still evident in South African organisations through 
representation of race and gender across occupational levels in various organisations. 
Previously, numerous Black females in South Africa often viewed themselves as 
doubly disadvantaged owing to their race and gender because they were both Black 
and females (Witbooi and Ukpere, 2011). From a transformation perspective,     
implementation of aggressive employment equity legislation continues to be a driver 
as means to create parity and promote growth in race and gender representation; 
however, Department of Labour statistics continue to show slow growth to senior 
management roles (Booysen and Nkomo, 2010; Mckinsey Quarterly, 2008). 
Furthermore, Booysen and Nkomo (2010) found that the existing literature highlighted 
the need for a study that provided greater insight into the joint impacts that race, as 
well as gender possess regarding the proposed ‘think manager-think male’ premise, 
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as cited by Schein here, particularly with the expansion of diversity in the workplace 
globally, which requires that gender is not merely treated as a homogenous category. 
Booysen and Nkomo (2010) sought to determine the following: “Are there significant 
differences between Black males, White males, White females and Black females in 
the think-manager-think male stereotype?” They proposed that, indeed, noteworthy 
variances would exist in the views of what capabilities and attributes managers 
possess as opposed to the capabilities and attributes that are inherent in males versus 
those attributes and capabilities that are inherent in females and based on the person’s 
race and gender. Their proposal included that patterns would form based on the 
collective’s social position within the workplace’s management levels within the South 
African environment.  
 
Previous research indicated that males were more likely to perceive greater men-
manager similarity than females (Schein, 1975; Sczesny, 2003). Also, in terms of race 
White men’s perceptions of successful managers could strongly be affected by their 
extensive command of senior management, and what would be deemed as top 
positions in South Africa. For a long time and currently, most White males have 
enjoyed the benefits of a privileged position within society owing to their race attributes 
and gender role (Booysen and Nkomo, 2010); whilst in contrast, Black males have 
only been privileged based on their gender and have been subordinated owing to their 
race (Booysen and Nkomo, 2010; Pedrotti, 2011). The section that follows speaks to 
self-perceptions that African female leaders hold, which are significantly influenced by 
how they think others perceive them in organisations.  
 
3.9.4 How female leaders think they are perceived (self-perceptions) 
  
When engaging with the concept of self-perceptions, this reference is made in relation 
to African female leaders from multicultural contexts, and who live in a contemporary 
era. Furthermore, it has already been clarified that these are females who function 
within the context of South Africa’s financial sector. Thus, by engaging with these 
females on their self-perceptions of leadership, the academy gains insight to the full 
complexity of leadership from what Ospina and Foldy (2009) refer to as the inside 
perspective of particularly rich contexts, especially since females constitute 52% of the 
South African population.  
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Del Corso and Rehfuss (2011) state that meaning making, as a process, effectively 
refers to various ways in which individuals conceptualise, create and re-create their 
life experiences, as well as their subjective experiences; the outcome of which is a 
component of constructing one’s identity. Basically, what the authors are referring to 
is that, as individuals, when we construct our identity we do it from a perceived space, 
which is informed by various socio-cultural factors, including but not limited to our 
cultural upbringing, internal and external environments, and so on (Del Corso and 
Rehfuss, 2011). Hence, in lieu of this, self and others’ perceptions of African female 
leaders could present as multi-layered, whilst informed by various socio-cultural 
dimensions. These dimensions could be layered within differences in: 
 
(a) The Self 
- Race-ethnicity; perceptions informed by ethnic identity relative to lived 
experiences from upbringing; 
- Agentic self; concept of self; confidence in leadership ability; perceptions of 
success; 
- Learned identity informed by recent or current positive or negative lived 
experiences exposed to as an African female leader; and 
- Actors’ approach to their social reality. 
 
(b) Others/follower: 
- Race-ethnicity; gendered perceptions informed by upbringing and lived 
experiences informed by what they believe the role of females in society is; 
- Personal psycho-social beliefs related to their assumptions, reactions and 
meaning making of leadership (which could be explicit or implicit); and  
- Subjective perceptions based on whether they support the idea of having a 
female leader (stereotypes). 
 
The perceptions that African female leaders have of themselves and how they think 
they are perceived may or may not influence them, their behaviours and leadership 
approaches. This is explored further in the next section.  
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3.9.5 The influence of self-perceptions and perceptions of others on African 
female leaders  
 
Studies such as that of Madden (2003) propose that the situational setting influences 
the style of leadership. Others such as that of Ospina and Foldy (2009) have 
postulated that the complex reality of race – ethnicity forms part of the phenomenon 
of leadership; hence, the race–ethnicity perceptions of self and followers of African 
female leaders are bound to influence the psyche of any female who occupies a 
leadership position. Whilst this occurs, observably, intersecting territories of ethnicity, 
womanhood and leadership are also at play, resulting in either positive or negative 
effects on the behaviour of the individual, particularly in this case the African female 
leader. To reiterate, the significance of investigating perceptions lies in its impact on 
the psychological well-being of females.   Psychological well-being research focusses 
on investigating how people perceive themselves and their frame of mind regarding 
self, as well as their personal contexts and environments, and their work spaces 
(Fisher et al., 2003). Interpretation of the behaviours of a varied scope of females in 
leadership may, therefore, differ, depending on the diverse ethnic and background 
perspectives from which it is perceived by both the actor and audience, as depicted 
by Madden (2003, as cited by Chin in Denmark and Paludi, 2008). Moreover, 
according to Chin (2008), females who are located within leadership roles have 
several identities, which relate to race, heritage, culture, gender and associated 
gender identity, disability status, and sexual preferences, for example. They often 
encounter trials in respect of their roles as leaders and perceptions of the above; as 
they try to understand, manage and deal with their numerous identities and 
expectations.  
 
As highlighted in earlier sections in the literature review, self-constructions and 
meaning making of womanhood, which is already influenced by cultural and gender 
stereotypes as well as upbringing, contribute implicitly towards how African female 
leaders perceive themselves, and how they are perceived by others (Omi and Warrant, 
1994). Thus, the gap in leadership discourse further lies in the need for more studies 
that focus on what Madden (2003, as cited by Chin in Denmark and Paludi, 2008) 
alludes to, which is that behaviour, if framed by a situation and specific setting, as well 
as the power dynamics that exist between the individuals involved, has a direct impact. 
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As a result, this author, therefore, believes that the research focus should shift to an 
examination of the contexts in which leadership occurs; which according to her means 
that leadership is contextual (Madden, 2003). This would somewhat further impact on 
the perceived existence of leadership qualities, and perceptions of behaviour that are 
required to ensure successful leadership competencies. Therefore, the confidence to 
become a successful female leader that functions within constantly changing and 
contemporary organisations can be said to be potentially informed by self and follower 
perceptions. According to Ospina and Foldy (2009), leadership is fundamentally about 
agency. Thus, self-perceptions should ideally assist in an understanding of the power 
constructions associated with agency, and how these constructions for female leaders 
are used as a resource to positively influence organisational issues (McKinsey 
Quarterly, 2008) such as those pertaining to transforming gender inequities, whilst 
influencing employee career empowerment, particularly that of previously 
disadvantaged individuals (PDIs).  
 
Therefore, leadership confidence in African female leaders is a necessary 
characteristic if the above-mentioned responsibilities are imparted as part of their 
leadership role. However, notably, leadership confidence has been deemed to be 
further informed by reactions to males and females in leadership roles by social 
conventions (Lips, 2009) that prove to favour masculine characteristics. Hence, it is 
unfortunate that over and above all the cultural obstacles, there is still the existence of 
the Pull Her Down syndrome, (PHD Syndrome), which bares similarity to what 
Malveaux (2005) refers to as the Queen Bee mentality. The PHD syndrome can also 
refer to a behavioural trait that potentially emanates from ethnic stereotypes by 
females towards other females. It could, for example, stem from perceptions by African 
female subordinates who consider males to be better leaders based on their lived 
experiences of being brought up in patriarchal societies (Littrell and Nkomo, 2005; 
Elsesser, 2011). Otherwise, it could, for example, also have roots in African female 
leaders who portray behavioural traits that include relishing in power and dominance 
to the detriment of other females, resulting in a lack of “other female empowering 
characteristic.”   
 
Therefore, another key characteristic that is significant for African female leaders is 
their level of adaptability. This term is considered to be a vital aspect, which relates to 
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people to accepting change. It affords them an opportunity to grow and excel within 
knowledge societies, whilst also giving them a chance to participate in activities that 
are purposeful (Savickas et al., 2009).  This indicates that an individual has the ability 
to find, recognise, agree to and operate positively in a position, context, circumstance 
or environment. With African female leaders it would relate to their ability to become 
resilient in terms of discrimination and stereotyped perceptions that others possibly 
have of them, and to not allow these to deter their ability to succeed as leaders. These 
concepts of adaptability and resilience thus become necessary womanhood traits. 
Additionally, self-perceptions of effective leadership are interwoven with levels of self-
efficacy expectations; all of which would intersect at the level of the individual (Dlamini, 
2004). The following section focuses on this aspect.  
 
3.9.6 Self-perceptions of leadership and self–efficacy expectations 
 
Self–efficacy expectations presumably play a highly influential role in effective 
leadership; be it for both male and female candidates, irrespective of gender; as self-
efficacy is a human psychological facet (Dlamini, 2004). According to Stead and 
Watson (1999), self-efficacy is one of the key concepts that forms part of Social 
Cognitive Career Theory (SCCT) and denotes individuals’ beliefs and perceptions of 
their abilities to perform tasks; furthermore, these authors described four ways in which 
people acquired self-efficacy expectations. The first and apparently most effective 
source of self-efficacy was said to be personal performance accomplishments, which 
included direct experiences of, for example, in this case successes and failures in 
leadership. The second one was vicarious learning; which included observing other 
people’s successes or failures, which, for example, could occur within the mentorship, 
internship and graduate recruitment programmes mentioned earlier in the literature. 
The third one was said to be social or verbal persuasion, which involves aspects such 
as encouragement from other people such as peers. The fourth and final one is 
physiological arousal, which may reflect heightened anxiety that may in turn lead to 
lower self-efficacy expectations (Stead and Watson, 1999).  
 
In lieu of Stead and Watson’s (1999) theoretical foundation, self-perceptions, as well 
as those of other African female leaders could, therefore, potentially influence the self-
efficacy expectations of African female leaders, and further on the effectiveness of 
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their leadership. Hence, Brown (2002) asserts that self-efficacy is not a singular, static 
or de-contextualised trait; rather, it encompasses a dynamic group of self-beliefs that 
are unique to performance areas that interact in a complex way with another person, 
behaviours and environmental factors. Consequently, self-efficacy expectations can 
be observed in two ways, namely positive self-efficacy expectations, which relate to 
individuals who expect to achieve success in a task, project or position. Then, negative 
self-efficacy expectations, which relate to individuals who expect and perceive failure 
in a current task, project or position.   
 
Closely linked to self-efficacy expectations are what Brown (2002) suggests being 
outcome expectations, which can be understood as personal beliefs regarding the 
negative impacts or results of executing and exhibiting certain behaviours. These 
could incorporate numerous forms of beliefs about response outcomes, for instance, 
extrinsic reinforcement, self-directed consequences and conclusions that derive from 
the processes of completing a given activity. Stead and Watson (1999), therefore, 
propose that learning experiences like those that inform self-efficacy expectations, 
mould individuals’ outcome expectations.  
 
3.10. A reflection on the leadership landscape and the role of females  
 
Although the leadership landscape has seen the acceptance of female managers 
increase, there are still inescapable negative attitudes that persist towards female 
leaders (Heilman et al., 1995; Heilman, 2001; Carlson et al., 2006, as cited in Elsesser 
and Lever, 2011). 
 
The dilemma that females in leadership face is that they are required to strike a 
balancing act between the levels of masculinity that they exude at work, as it should 
be just enough to depict the required strength balanced with just enough femininity to 
depict the expected softness and community alignment (Perschel, 2009). The contrast 
is that when males display more feminine attributes such as warmth, thoughtfulness 
and empathy, these are positively received, affording them greater flexibility in the 
choices that they have of leadership styles and approaches to employ. Females are 
more constrained with less freedom and higher standards against which they are 
measured (Perschel, 2009). There seems to be a discrepancy between what is viewed 
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as the traditional female gender role versus what society considers to be a leader’s 
role (Schein, 1975; Eagly and Karau, 2002, as cited in Elsesser and Lever, 2011). The 
stated incongruity can prove to be problematic for female managers as the 
characteristics that are deemed necessary for success within a leadership position are 
those that are often commonly described as being masculine in nature (Schein, 1975, 
as cited in Elsesser and Lever, 2011).  
 
Because of the battle between the feminine social role compared to that of the 
leadership role, the perspective defined as the theory of role congruity forecasts that 
from a gender perspective, female leaders are unfavourably impacted by two types of 
prejudice: descriptive prejudice, which is “when female leaders are stereotyped as 
possessing less potential for leadership than men”; and prescriptive prejudice, which 
is “when actual female leaders are evaluated less favourably because leadership is 
seen as more desirable for males than for females” (Elsesser and Lever, 2011).   
 
A positive aspect of future leadership is that it may align to the strengths of females 
by “developing relationships and focusing on the greater good”. The transformational 
nature is becoming more recognised as required, while males are electing to play more 
diverse roles such as being more family orientated, hence there is a move away from 
gender stereotypes (Perschel, 2009). 
 
Critical for further development, exposure and representation of female leaders is to 
understand what drives and sustains those female leaders who are successful. 
McKinsey’s research led to creation of a leadership model called Centered Leadership, 
which comprises broad and interrelated dimensions (Barsh et al., 2008), namely:  
 
1. Meaning: identifying one’s strengths and using them for an inspirational reason; 
2. Managing energy: understanding the source of one’s energy, where it goes to, 
and how to manage it; 
3. Positive framing: having a constructive interpretation of the world, including the 
resilience to persevere when bad things occur;  
4. Connecting: finding those able to assist in one’s growth, increasing belonging, 
as well as the establishment and maintenance of strong relationships; and  
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5. Engaging: the ability to be self-reliant, accept the risks that come with 
opportunities, collaborating with others and having a voice.   
 
Centered Leadership is founded on the premise that successful female leaders 
possess physical, intellectual, emotional and spiritual strength that inspire others to 
follow by driving personal achievement in the individual (Barsh et al., 2008). Whether 
or not this is the answer, is yet to be concluded by further research.    
 
3.11. Summary  
 
Research indicates that, globally, representation of females in leadership roles 
continues to be a challenge, although statistics show growth in some areas. The 
influence of how females are perceived, individuals’ self-beliefs, background and 
stereotypes of females, further influence how they are viewed as leaders. Females 
bring with them a complexity of the intersection of race and gender, womanhood and 
the various roles that they play across home life, work and society. Despite the strides 
that females have made and continue to make, there still lingers the notion that males 
or characteristics of leadership associated with males make for more successful 
leadership. The historical background of South Africa as a country, as well as 
variances in culture, add further dimensions and complexities to the topic of African 
female leaders. What is clear is that females in leadership continue to be a relevant 
topic, albeit not yet fully understood.   
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CHAPTER 4:  Research Methodology and Design  
4.1. Introduction       
 
This chapter articulates the approach that was selected to be the most suitable as 
means to understand perceptions of African female leaders as the focus of this study 
and is explained through the design of the research process and the methods that 
were applied. According to Babbie and Mouton (2007), two approaches are involved 
in the research process, namely the research design and the research methodology. 
The research design indicates the blueprint or the way a research study was structured 
to complete it successfully. It indicates the plans and procedures for the research 
project and covers the data collection methods and analysis that was utilised 
(Creswell, 2009). It guides the researcher to the type of study planned and the 
expected results, while it comprises the connection of the philosophy applied, 
approach to the investigation, as well as the procedures that were used (Creswell, 
2009). Research methodology, conversely, indicates the approaches and tools that 
were utilised during the research process, and comprises the strategies and approach 
that was used to implement the research design. This includes the sampling process, 
how the data was collected, the way in which the data was analysed, and overall 
interpretation of the study’s findings (Creswell, 2009).   
 
For the research itself to be rigorous and of a high quality, a well-designed research 
process is required (Cresswell and Plano Clark, 2007). When the research approach 
uses multiple methods, consideration must be made of the timing of the various 
phases’ implementation, wherein the researcher must determine if the processes will 
occur concurrently or sequentially, and once this is determined, when the methods will 
be mixed (Cresswell and Plano Clark, 2007). The research setting is discussed below 
to provide context.  
 
4.2. Research setting 
 
The research was conducted in South Africa at one of the five major banks in the 
country’s financial services industry.  The location of participants was not limited to a 
specific province or area, but comprised a national footprint, as determined by the 
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organisation’s permitted access and participants’ willingness to contribute to the study. 
The research process is presented below to outline the approach that the study 
employed. 
 
4.3. Research approach 
 
The study followed a mixed methods research design, where the first phase was 
quantitative and required the distribution of questionnaires to individuals within the 
financial services industry, while the resultant data was statistically analysed. The 
second phase was qualitative in nature, where semi-structured interviews were 
conducted with African female leaders, their managers, subordinates and peers within 
the financial services industry. Upon being transcribed, the interviews were 
thematically analysed. The two methods were then triangulated for completeness of 
data, which allowed for comparison to obtain a holistic view of various participants’ 
perspectives  (Casey and Murphy, 2009). The findings of the research were 
considered in the context of previous research and literature, which premised relevant 
recommendations. The following figure is an overview of the research phases that the 
researcher followed. 
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Figure 4.1 Overview of the research process 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
In reviewing the options available in relation to mixed methods research, there may be 
concurrent mixed methods designs or sequential mixed methods designs utilised 
(Creswell and Plano Clark, 2007). The above provides an overview of the process that 
the research followed, which took the form of sequential mixed methods research. 
Hence, within that category there are three methodologies that are considered, namely 
the structure of the process may take the form of a sequential explanatory design, 
where process quantitative collection of the research data and analysis of the results 
precede the process of the qualitative collection of data and analysis of the results, 
Mixed Methods 
Research Design 
Phase 1: 
Quantitative 
Research 
Data Collection 
(Separately)
Phase 2: 
Qualitative 
Research
Data Collection 
(Separately)
Surveys  Interviews 
Statistical 
analysis 
Thematic 
content 
analysis 
 
Triangulation of data 
Discussion of findings: 
Integrated to research 
Recommendations 
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while outputs of the two are interpreted at the end of the process. The second option 
is that the structure of the process may assume the form of a sequential exploratory 
design, where gathering qualitative data and the emergent outcomes precede the 
process of collecting the quantitative data and emergent outcomes, constructing     the 
base as a build up to the quantitative process, while the outputs of the two are 
interpreted at the end of the process. The third option is that the structure of the 
process may assume the form of a sequential embedded design wherein the research 
process may begin with a qualitative process before a quantitative intervention is 
employed, and then followed up again with a qualitative process, with interpretation at 
the end (Creswell and Plano Clark, 2007). For this research the researcher employed 
a sequential explanatory design strategy, beginning with a quantitative process, 
obtaining those results, then following with qualitative interviews to add depth and 
insight, and completing the process with interpreting the results of both. The figure 
below illustrates the sequential designs discussed here. 
 
Figure 4.2 Overview of sequential mixed methods research designs 
 
 
Source: Creswell and Plano Clark (2007) 
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In discussing the design of the research and methodology that was applied for the 
research study, the theoretical framework is explored below as a starting point to 
ground this research.   
 
4.4. Theoretical framework 
 
Within research studies there are assumptions regarding the world itself, as well as 
the knowledge that informs the exploration. From a philosophical perspective, 
worldviews are understood to refer to fundamental beliefs held, which influence action 
(Creswell, 2009), while epistemology involves the philosophy of how knowledge is 
created (Trochim, 2016). Frames of reference that are fundamental in nature are 
referred to as paradigms, which prompt inquiry and theories in social research. 
Paradigms are models that categorise views on something and provide an indication 
of perspective or outlook for understanding and observation, whereas theories are a 
means to provide explanation (Babbie, 2014). The paradigm debate also referred to 
as the worldview-method argument is a topic for consideration, as qualitative and 
quantitative methods have different philosophical assumptions, and hence the 
question as to whether the research methods could be combined (Creswell, 2012).  
The various paradigms focus on differing philosophical assumptions, and as such 
have differing implications in practice. These implications are described further in the 
table below.  
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Table 4.2 Elements of worldviews and implications for practice 
Worldview 
element 
Post-
positivism 
Constructivism Participatory Pragmatism 
Ontology (What 
is the nature of 
reality?)  
Singular reality 
(for example, 
researchers 
reject or fail to 
reject 
hypotheses) 
Multiple realities 
(for example, 
researchers 
provide quotes to 
illustrate different 
perspectives) 
Political reality 
(for example, 
findings are 
negotiated 
with 
participants) 
Singular and 
multiple 
realities (for 
example, 
researchers 
test hypotheses 
and provide 
multiple 
perspectives) 
Epistemology 
(What is the 
relationship 
between the 
researcher and 
that being 
researched?) 
Distance and 
impartiality (for 
example, 
researchers 
objectively 
collect data on 
instruments) 
Closeness (for 
example, 
researchers visit 
participants at their 
sites to collect 
data) 
Collaboration 
(for example, 
researchers 
actively 
involve 
participants as 
collaborators) 
Practically (for 
example, 
researchers 
collect data by 
‘what works’ to 
address the 
research 
question)  
Axiology (What 
is the role of 
values?) 
Unbiased (for 
example, 
researchers 
use checks to 
eliminate bias) 
Biased (for 
example, 
researchers 
actively talk about 
their biases and 
interpretations) 
Negotiated (for 
example, 
researchers 
negotiate their 
bias with 
participants) 
Multiple stance 
(for example, 
researchers 
include both 
biased and 
unbiased 
perspectives) 
Methodology 
(What is the 
process of 
research?) 
Deductive (for 
example, 
researchers 
test a priori 
theory) 
Inductive (for 
example, 
researchers start 
with participants’ 
views and build 
‘up’ to patterns, 
theories, and 
generalisations 
Participatory 
(for example, 
researchers 
involve 
participants in 
all stages of 
the research, 
and engage in 
cyclical 
reviews of 
results) 
Combining (for 
example, 
researchers 
collect both 
quantitative and 
qualitative data 
and mix them) 
Rhetoric (What 
is the language 
of research?) 
Formal style 
(for example, 
researchers 
use agreed-on 
definitions of 
variables) 
Informal style (for 
example, 
researchers write 
in a literary 
informal style) 
Advocacy and 
change (for 
example, 
researchers 
use language 
that will help 
bring about 
change and 
advocate for 
participants) 
Formal or 
informal (for 
example, 
researchers 
may employ 
both formal and 
informal styles 
of writing) 
Source: Cresswell and Plano Clark (2007, p. 24) 
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Worldviews are embedded in personal experiences, cultural influences, as well as 
historical backgrounds. These views may alter during an individual’s life and be 
influenced by new experiences that they encounter, and new views and ways of 
thinking (Cresswell and Plano Clark, 2007). All research studies require a foundation 
from which they are based, and researchers should be cognisant of the worldviews 
that they bring into their research studies (Cresswell and Plano Clark, 2007). Using 
the four world frameworks of post-positivism, constructivism, participatory/advocacy 
and pragmatism, as described by Creswell (2009), the mixed methods nature of this 
research falls within the realm of pragmatism.  
 
The emphasis is the research problem, using all available methods to understand it 
further, whilst allowing for the utilisation of both qualitative and quantitative 
approaches; hence, varying ways of collecting and analysing data were considered 
accordingly (Creswell, 2009) within this mixed method study. Epistemology and 
methodology are closely related, since epistemology refers to the philosophy of 
knowing, and methodology is the practice of how that knowledge occurs (Trochim, 
2016). Having discussed the foundation of the philosophical assumptions, the 
research methodology is outlined below.   
 
4.5. Research methodology 
 
Strategies of inquiry, which are also referred to as research methodologies, provide 
specific direction for the research study. The worldviews, strategies employed, and 
methods are all components of the research design, which is inclined to be 
quantitative, qualitative or mixed. The methodology effectively serves as the 
connection of paradigms, relevant theoretical perspectives, and overarching research 
questions, which, when combined, define the researcher’s plan of action in answering 
the research question or the strategy (Hesse-Biber, 2016). The following table 
provides the differences, which may be used as a guide in the selection of a method.  
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Table 4.3 Qualitative, quantitative and mixed methods approach 
Research 
approach 
Knowledge 
claims 
Strategy of 
Inquiry 
Method 
Use these practices of research, as the 
researcher 
Quantitative 
Post-positivist 
assumptions 
 Experimental 
design 
 Quasi- 
experimental 
design 
 Predetermined  
 Closed-ended questions 
 Performance, attitude, 
observation and census data 
 Statistical analysis 
 Tests or verifies theories or explanations 
 Identifies variables to study 
 Relates variables in questions or hypotheses 
 Uses standards of validity and reliability 
 Observes and measures information numerically 
 Uses unbiased approaches  
 Employs statistical procedures 
Qualitative 
Constructivist 
assumptions 
 Ethnographic 
design 
 Emerging methods 
 Open-ended questions 
 Field observation, document 
data 
 Text and image analysis 
 Positions himself of herself, collects participant 
meanings 
 Focuses on a single concept or phenomenon 
 Brings personal values to the study 
 Studies the context or setting of participants 
 Validates the accuracy of findings 
 Interprets the data 
 Creates an agenda for change/reform  
Qualitative 
Advocacy/ 
Participatory 
assumptions 
 Narrative 
design 
 Open-ended interview and 
audio-visual data 
 Text and image analysis 
Mixed 
Methods 
Pragmatic 
assumptions 
 Mixed 
methods 
design 
 Both predetermined and 
emerging methods 
 Both open- and closed -ended 
questions 
 Multiple forms of data drawing 
on all possibilities 
 Statistical and text analysis 
 Collects both quantitative and qualitative data 
 Develops a rationale for mixing 
 Presents a visual picture of the procedure in the 
study 
 Employs the practices of both qualitative and 
quantitative research 
Source: Cresswell (2003)
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As mentioned earlier regarding the research process, this research study employed a 
mixed method approach, which means that it was quantitative in nature in the first 
phase, and qualitative in the second phase. These two methods are thus explored 
further to understand their contributions and outcomes. Quantitative and qualitative 
methods have similarities and differences; they are, however, more similar than 
different, since both have problems that are defined, they have stated research 
questions, methods and procedures, while data is also analysed. Both quantitative 
and qualitative approaches involve the use of theory, although the strategies that are 
employed differ. Within quantitative research theories are tested, and the deductive 
method is utilised, whereas in qualitative research theories are developed, and the 
inductive method is utilised (Taylor, 2005).   
 
Quantitative methods are generally objective in nature and reliable and can thus be 
generalized to a large population. Quantitative research by design can produce 
descriptions of phenomena that are objective and able to depict how phenomena can 
be controlled through treatment. Qualitative methods, conversely, are subjective and 
produce rich data that is detailed and valid. Qualitative procedures are normally 
comprised of variables such as feelings, attitudes and emotions, which are referred to 
as personality variables. These methods are intended to advance the understanding 
that there is of individuals within their natural environment, which cannot ordinarily be 
tested objectively (Taylor, 2005). There are numerous differentiators in quantitative 
and qualitative research, which are articulated in the following table. 
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Table 4.4 Differences between qualitative and quantitative methodologies 
Approach to the 
setting 
Quantitative studies Qualitative studies 
Controlled settings 
Selected samples 
Natural settings 
Whole context 
Aims of research 
Quantitative descriptions 
Explanation and prediction 
Thick descriptions 
Interpretive 
understanding 
(verstehen) 
Research strategy 
Hypothetic-deductive 
Generalising (nomothetic) 
Inductive 
Contextualising 
(idiographic) 
Notion of objectivity 
Natural science definition: 
maximum control over 
extraneous factors 
 
Inter-subjectivity: gaining 
trust and rapport to get as 
close as possible to 
subjects/trustworthiness 
and credibility 
Source: Babbie and Mouton (2005: p. 64) 
 
The differences in quantitative and qualitative research give an indication of how 
critical it is to tailor the research approach towards addressing the research question 
at hand. The high-level overview of the similarities and differences indicates some of 
the differences; however, in implementing and constructing research by using 
quantitative and qualitative methods, further detailed distinction of the differentiators 
become evident, as shown in the table below. 
 
Table 4.5 Differences between quantitative and qualitative research 
approaches 
Quantitative  Qualitative  
1. Representative sample. Based on 
central limit theorem. 
1. Small sample; not representative, 
idiosyncratic. 
2. Literature review at the beginning of 
the study. 
2. Literature review at the end of the 
study in Grounded Theory. 
3. Data collected through instruments 
based upon precisely defined variables. 
3. Emphasizing, organizing, 
coordinating, and synthesizing large 
quantities of data. 
4. Objective control for bias replicable 
and reliable.  
4. Subjective strive for personal data, 
value laden. 
5. Deductive in nature. 5. Inductive in nature. 
6. Test theories. 6. Develop theories. 
7. Develop conclusion based upon data 
outcome oriented. 
7. Develop values and judgement based 
upon data-process oriented. 
8. Clarity based upon interpreting 
numerical data. 
8. Complex and rich experiences; void 
of most numerical data. 
9. Known reliability and validity. 9. Unknown reliability and validity. 
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10. Standardized measuring devices.  10. Non-standard measuring devices. 
11. Intervention; no participant 
involvement.  
11. Participant involvement. 
12. Adhere to the scientific method used 
HO + HA to accept, reject, prove, or 
disprove hypotheses.  
12. Does not follow the scientific 
method step-by-step, seeks meaning or 
essence. 
13. Numerical data. 
13. Narrative data – words to describe 
the complexity. 
14. Controlled – laboratory setting.  
14. Conducted in the natural 
environment. 
15. Various instruments are used.  
15. Principally use observations and 
interviews.  
16. Based upon facts, causes and 
relation shifts. 
16. Based upon understanding, 
meanings and essences of the human 
experience. 
17. Short duration. 17. Long duration. 
18. Separate, a study of component 
parts (reductionist). 
18. Together, tries to understand the 
whole. 
19. Descriptions based upon numerical 
data. 
19. Rich narrative descriptions.  
20. Subjects. 20. Participants, co-researchers. 
21. Conducted using known 
measurements, techniques, and 
formulas. 
21. Measurements frequently not 
known, researcher.  
22. Descriptions of human behaviour 
cannot always be expressed in 
numbers. 
22. Human behaviours can be 
accurately described in words. 
23. Assumes stable reality (static). 23. Assumes a dynamic reality. 
24. Verification oriented.  24. Discovery oriented. 
25. Validate themes and relationships.  25. Discover themes and relationships. 
26. Assume an objective reality. 
26. Assume that social reality is 
constructed by participants. 
27. Analyse social reality through 
variables. 
27. Make holistic observations of the 
total context within which social actions 
occur.  
28. Use statistical methods to analyse 
data. 
28. Use analytic induction to analyse 
data. 
29. Use statistical inferences 
procedures to generalize findings from a 
sample to a defined population. 
29. Generalize case findings by 
searching for other similarities. 
30. Study populations or samples that 
represent populations.  
30. Study cases.  
Source: Adapted from Taylor (2005: 237-238) 
 
The nature of each process, whether quantitative or qualitative, has its own use. This 
use of the appropriate method is influenced by the unique research design and nature 
of the exploration, thus influencing the purpose for which each design is utilised. The 
table below indicates the various options.   
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Figure 4.3 Types of quantitative and qualitative research designs and their 
primary uses 
 
Source: Cresswell (2012: 20) 
 
In applying the above table to this research, the study falls within the realm of 
combined quantitative and qualitative research design and is thus mixed methods 
research. Each phase composes of a process, which falls under either quantitative or 
qualitative research, and is then triangulated in quantitative and qualitative research 
methods. There are positives characterised as advantages and negatives 
characterised as disadvantages, while both methods add insight and value to 
research, hence the researcher saw value in using them for this study. Each are 
presented below, whilst an overview of the complete mixed methods process is also 
given.  
 
4.6. Quantitative research 
 
The following provides an outline of the first phase of the research, namely 
quantitative. Quantitative research tries to find the specific measurement of the chosen 
area of focus and is often utilised to test theories.  The focus of quantitative research 
is to describe, provide explanations and predict in relation to the identified area of 
investigation (Cooper and Schindler, 2006). 
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Creswell (2009) affirms that there are four core categories of quantitative research, 
namely descriptive, experimental, correlational, as well as quasi-experimental 
research (Christenson and Gutierrez, 2016). Research designs that are quantitative in 
nature are generally employed to: test conceptual models; form an understanding of 
the relationships amid variables; determine the efficiency and efficacy of identified 
treatments; or measure the perspective of an identified group of people. Within the 
realm of quantitative methods, the researcher employs pre-existing measures or tools 
to try to quantify participants’ views, their feelings and behaviours to arrive at results 
through statistical analysis (Christenson and Gutierrez, 2016). 
 
Time plays a role in the design and execution of research. Hence, studies may be 
cross-sectional in nature, where observations represent a point in time or they may be 
longitudinal, where a study involves the collection of data over a period at different 
points within that time-frame (Babbie, 2007). This study represents a snapshot of a 
single point in time, and is hence cross-sectional in nature, as it was not repeated over 
a period (Cooper and Schindler, 2006). The quantitative research process is empirical 
in nature, thereby employing primary data from participants. To understand 
quantitative research further, those methods that are available within quantitative 
research, are considered below.    
 
4.6.1 Research methods in quantitative research  
 
Quantitative research involves developing hypotheses or research questions, which 
guide the research process. The type of research that is conducted will then determine 
the data sources that are required. This leads to identification of the most suitable 
research tool for a given study, which may take the form of “surveys, questionnaires, 
standard tests, interviews, rating scales, inventories, and checklists” (Taylor, 2005: 
92), to name some of the available options. Quantitative methods provide results that 
are numerical and require descriptive or inferential statistics for evaluation. 
 
In this study questionnaires enabled the researcher to obtain opinions from employees 
in one of the five major banks in South Africa’s financial services industry. 
Respondents were able to provide insight into one of four different groups, namely 
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males, females, African female leaders and successful middle managers. The value 
of questionnaires resulted in them being identified as the best to elicit reliable feedback 
from large groups of people. Questionnaires are, therefore, explored further in the next 
section.  
 
4.6.2 Questionnaires 
 
The use of surveys in research provides numeric description of various components 
such as trends, attitudes and opinions. They give a quantitative view of a larger 
population through the study of a representative sample of the relevant population 
(Creswell, 2009). They include both cross-sectional, as well as studies that are 
longitudinal, comprising of either structured questions or questions for data collection 
purposes. The purpose of the results or outcomes of the survey is to enable 
generalisation of the sample group’s responses to the wider population (Creswell, 
2009).  
 
A questionnaire was created and utilised, and participants that responded to the 
questionnaire were asked to either complete them online or by hard copy, which had 
been distributed to them. The researcher obtained permission to distribute the 
questionnaires electronically, and the organisation gave her access to its list of staff 
emails for the population group. A concern around surveys is sometimes the low 
response rate (Cooper and Schindler, 2006), which poses some limitation during data 
collection. The online survey was, therefore, supplemented with the distribution of hard 
copy surveys for greater responses.  
 
The questionnaire that was administered to participants comprised an introductory 
paragraph, which outlined the survey’s purpose, anonymity of the respondents and 
the researcher’s contact details. Section A covered participants’ demographic details, 
while Section B was designed based on Schein’s index listing characteristics, which 
participants had to rate by using a Likert scale.  
 
The researcher obtained permission to conduct the research from the organisation’s 
group Human Resources department. Information was provided to them about the 
purpose of the research and the requirements to complete the research. As part of the 
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approval process, the researcher had to test the questionnaire’s ability to be 
administered through the organisation’s firewall, and to ensure that it met the IT 
requirements. To gain access to staff’s email addresses for the online component of 
the survey, the researcher had to engage with group Marketing and Communications 
managers for a staff list of email addresses. Hard copy surveys were sent to the bank’s 
Human Resources managers, where access was granted. These were distributed to 
three cities within South Africa, namely Johannesburg, Cape Town and Durban. The 
mentioned managers administered them to staff and gave sufficient time for staff to 
complete the surveys. Paradigms in quantitative research are discussed next.  
 
4.6.3 Paradigms in quantitative research  
 
The philosophical assumptions and stance of the quantitative based component of the 
research is post-positivist. This indicates an ontological assumption that research 
inquiry in the realm of social science should be objective. The epistemology being that 
the researcher is neutral, he/she is deemed to be emotionally detached, and should, 
therefore, eliminate any biases; with the outcome that they empirically justify their 
stated hypotheses (Frels and Onwuegbuzie, 2013). The rhetoric and tone of this 
component of inquiry is, therefore, formal, using terminology that is impersonal, 
passive and technical, which has focuses on the social rules (Frels and Onwuegbuzie, 
2013). Quantitative research methods have both advantages and disadvantages, 
which should be kept in mind with their utilisation, and these are elaborated upon 
further.  
 
4.6.4 Advantages and disadvantages of quantitative research  
 
In considering the benefits of quantitative study, Babbie and Mouton (2001: 368) 
stipulate that “quantitative methods lend themselves much more to standardisation 
and application across many sites. If properly designed, quantitative methods can be 
controlled for certain kinds of error more effectively. Such methods are less 
susceptible to the peculiar variability of the field workers and therefore are more likely 
to avoid observer effects such as selective and biased interpretation of items, leading 
the respondent in certain ways and in general affecting the data-collection adversely”. 
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Within this study the questionnaires were employed as instruments for collecting 
quantitative data. Questionnaires have a level of objectivity associated with them, 
which from a quantitative perspective, made them an ideal way of obtaining unbiased 
information. From a distribution perspective, one of the main advantages identified in 
administering questionnaires was the ability to distribute them online to participants 
and be able to leave hardcopies so that participants had sufficient time to complete 
them.   
 
The disadvantages of quantitative research methods are that they are unable to 
address the complete spectrum of problems within behavioural sciences. The key 
issues related to this is firstly that total control and objectivity are not possible; and, 
secondly, data gathering mechanisms that are utilised do not normally answer all the 
research questions, which are posed in behavioural sciences (Taylor, 2005). There is 
also a depth of insight and exploration that is obtained from interviews or open-ended 
questions that is neglected with the use of questionnaires (Babbie and Mouton, 2010). 
 
A further problem identified with the use of questionnaires that is cross-sectional is 
that they draw conclusions based on a point in time, and then seek to understand a 
causal process that takes place over time based on that (Babbie, 2014). They are thus 
a reflection of data at a point in time, and do not reflect changes, influences or 
conditions over a period.   
 
A further disadvantage that the present researcher experienced in using 
questionnaires was the low response rate to the online surveys in spite of participants 
having sufficient time for completion. The researcher also sent regular reminders to 
them to complete the surveys. The researcher did not have control over how 
participants interpreted the survey. It is important to understand the population to 
whom the questionnaires were administered.   
 
4.6.5 Population and sampling 
 
The population denotes the overall spectrum that is considered as a source of 
selecting the research sample (Bryman and Bell, 2007). Within this study the 
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population comprised individuals who are employed within the financial services 
industry in South Africa. The five major banks in South Africa formed the basis of 
organisations where access was sought to conduct the research, and from these five 
institutions, access was granted to engage with two of the major banks in this respect. 
The composition of the population was over thirty thousand employees, comprising 
males and females of different race groups, and at a variety of job levels, job roles and 
geographic locations. From this larger population a sample group was obtained that 
completed the surveys. The sampling method that was employed is discussed in the 
following section. 
 
4.6.6 Sampling methods  
 
A sample was selected from the bank’s population where access was granted for the 
research to determine the appropriate method of sampling, namely probability and 
non-probability sampling. In the process of probability sampling, the approach that is 
followed is that the researcher identifies from within the wider populace those 
individuals that can be considered to be the most suitable illustration of the population. 
The benefit is that it permits the researcher to indicate that the sample is most 
reflective of the population, therefore, a rigorous process has been followed and 
results can be generalised to the population (Cresswell, 2012). The process of 
selecting the sample was purposive in nature, since the scope was narrowed from the 
population to two of the banks where e-mail addresses were obtained and research 
requests to participate were sent to a wide scope of participants. With non-probability 
sampling the researcher chooses individuals to participate based on their availability, 
sound judgements, relevance to the study, and the fact that they represent some 
characteristic, which is required for the study (Cresswell, 2012).  
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Figure 4.4 Types of quantitative sampling strategies 
 
Source: Cresswell (2012: 143) 
 
For the purposes of this research, questionnaires were distributed to participants in 
two ways; firstly, online through non-probability sampling, however, the response rate 
was low, and hence had to be followed up with hard copy questionnaires for 
completion, using purposive sampling. Purposive sampling was employed, which 
refers to a representative sample that is selected based on sound judgment and 
accessibility (Cooper and Schindler, 2006).  Access was granted by two organisations; 
therefore, the research was based on two of the five major banks.   
 
Several factors impact the size of the sample, namely the ability to obtain access to a 
sample group, budget and reach of the researcher, and relevance of the data that is 
collected in relation to the topic under study. Time-frame and cost of the research have 
also been considered in determining the sampling that a researcher employs (Cooper 
and Schindler, 2006). However, limitations in this regard do not negate the importance 
of obtaining a representative, relevant sample and mitigating sampling errors; hence 
the importance of the overall sample size. For this research a complete sample of 
questionnaires was distributed, namely four hundred and twenty-two, and these were 
completed by participants (N = 422). Below is an indication of the spread of the 
respondents between the online and hard copy surveys.  
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Table 4.6 Overview of completed surveys 
Category Online 
responses 
Hard copy 
responses 
Total 
respondents 
African female leaders 87 16 103 
Female 89 7 96 
Successful middle managers 116 9 125 
Male  89 9 98 
Total 381 41 422 
 
The measuring instrument administered to the above participants is explored below.  
 
4.6.7 Data collection instrument: Questionnaire 
 
Data collection for this component of the research was administered by means of 
questionnaires, which was deemed appropriate for the sample group from at one of 
the five major banks in South Africa. The researcher’s purpose was communicated to 
participants and she assured them of anonymity. The data was collected largely 
through online questionnaires and a small portion through hard copies. The survey 
feedback was then analysed statistically to obtain results.   
 
The survey that was used in the current study consisted of two sections, namely 
participants’ demographics and Schein’s Descriptive Index (SDI) (see Appendix A). 
The first portion of the question, labelled section A, comprised questions relating to 
the respondents’ overall demographic information. The demographics categories 
included aspects such as age, race, gender, educational qualification, marital status, 
home language, occupational level, tenure, management experience, number of direct 
reports, and so on.  
 
The second portion of the questionnaire, labelled section B, consists of Schein’s 
Descriptive Index (SDI). Schein (1973) created a 92-item inventory Schein Descriptive 
Index (SDI) to evaluate gender role stereotypes that exist inherently in American 
managerial samples. The Schein 92-item descriptive index was used for this study, 
which was structured in four forms, made up of the same descriptive terms and 
instructions, but requested descriptions of the different groups. The four groups of 
analysis were: females, in general; males, in general; successful middle managers; 
and African female leaders; participants then rated each group against the descriptive 
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terms, using a 5-point Likert scale. A critical component to be considered for the 
generalizability and applicability of results, is validity and reliability. 
 
4.6.8 Reliability analysis 
 
In evaluating the construction of a questionnaire, two important issues should be 
considered, namely validity and reliability. These are important strategies to ensure 
quality in the research process and of the data obtained. Validity refers to whether the 
questionnaire measures what it purports to measure, while reliability is concerned with 
the questionnaire’s ability to consistently assess the concept that it proclaims to 
assess (Cresswell, 2012). This refers to the technique’s aptitude to provide the same 
result, should it be repeated several times (Babbie, 2014). The notions of reliability 
and validity are linked, and the ideal is where scores are deemed to be both reliable 
and valid (Cresswell, 2012).  
 
The following factors may result in undependable facts, figures and statistics: vague 
and uncertain questions on tools; test administration measures that are not consistent 
and homogenous and may differ; and participants’ responses may be impacted by 
fatigue, nervousness, misinterpreting questions, or they may even guess (Rudner, 
1993, as cited in Cresswell, 2012: 159). To mitigate these factors, the researcher 
piloted the questionnaire to eliminate ambiguity and a lack of clarity, administered the 
process in a standardised manner, while the participants completed the questionnaire 
at a suitable time for them.  
 
Considering the importance of the reliability and validity of the research instrument, 
the following were further considered; for reliability the stability of the tool was 
deliberated to ensure that measures were stable over time so that there is little 
variation; and the same was applied to internal reliability in terms of the consistency 
of indices that form the scale, namely the relatedness of scores to other indicators. 
For validity the following components were considered: face validity, which refers to 
the component of an indicator that makes it appear to be what may be considered as 
a reasonable measure of the identified variable; criterion-related or predictive validity, 
which is the extent to which the measures were linked to external criteria; construct 
validity, which refers to inferring what results may be based on a theory; content 
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validity, which references the degree to which the measure encompasses all the 
meanings spanning a concept; and convergent validity, which is determining the 
validity of a measure through comparison of the concept with alternative methods 
(Cresswell, 2012; Babbie, 2014). 
 
For this research the analysis of reliability measured if the scale consistently reflects 
the construct, which it is purported to measure (Field, 2005), hence, to determine the 
reliability of the questionnaire, reliability analysis was conducted. Analysis of the 
internal consistency of items was performed through the measurement of Cronbach’s 
alpha reliability coefficient, which is the most commonly applied measure of scale 
reliability (Field, 2005). The standard parameter of Cronbach’s alpha reliability 
coefficient is between 0 and 1; a high alpha value that is considered as an indication 
of good internal consistency of the scale items. Values for Cronbach alpha between 
0.7 – 0.8 are acceptable with values below 0.7, although doubt may arise with 
psychological constructs owing to the diverse nature of the constructs under 
measurement (Field, 2005). The table below provides analysis of the reliability of the 
identified factors that emerged from the factor analysis that was performed.  
 
Table 4.7 Reliability of five identified factors 
 
Table 5.25 above indicates that, according to Field (2005), results of the reliability 
analysis show that four of the five factors have acceptable scores as their Cronbach’s 
alpha value is > 0.7 with all four being > 0.8. The withdrawal characteristics indicate 
questionable results, as their Cronbach’s alpha value is 0.6 – 0.7; however, based on 
the sample size and nature of the instrument, a Cronbach alpha of > 0.6 can be 
accepted. Of the four indicating outright acceptable scores, the internal derailers 
(0.823), destructive characteristics (0.851) and interpersonal capabilities (0.894) 
indicate good Cronbach’s alpha results at a value of 0.8 – 0.9, while the intrapersonal 
capabilities (0.951) indicate an excellent Cronbach’s alpha result with a value > 0.9. In 
Construct  Cronbach’s Alpha Number of Items 
Destructive characteristics .851 6 
Withdrawal characteristics .658 3 
Intrapersonal capabilities  .951 23 
Interpersonal capabilities .894 9 
Internal derailers .823 8 
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preparation for completion of the questionnaires by participants, some preliminary 
work was done, which is discussed below. 
 
4.6.9 Pre-testing and piloting  
 
The piloting of the questionnaire items confirmed the adequacy of instructions and 
determined if instructions and items were understood by participants (Bryman and 
Bell, 2003). It allowed for the gathering of information to improve the data collection 
process before the survey was distributed to a larger research group, which allowed 
for the removal of poor elements or shortcomings in the process (Bryman and Bell, 
2003).   
 
Prior to the survey going live, online testing of each of the links occurred. Based on 
this testing of the surveys, questions in the biographical section were refined and 
updated. The compatibility and ease of accessibility of the online survey to the 
organisation’s internal computers and network was also tested to ensure that the 
sample group could access the online survey. The questionnaire review also ensured 
that the language and terminology that the questionnaire used was understandable to 
participants. The pilot identified required changes, which were made prior to 
distributing the questionnaire online to participants. The final questionnaire was sent 
electronically to the sample group for completion, while some were manually 
distributed and completed, which was the primary method of quantitative data 
collection. 
 
4.6.10 Data analysis 
 
Data that was collected from respondents was collated electronically into one central 
location for analysis.  With respect to analysing the data, statistical procedures were 
applied to analyse the data, which was ultimately guided by the research question at 
hand, requiring the illumination of relationships, as well as relevant comparisons.     
 
Descriptive, as well as inferential statistical analyses were employed to define the 
data. Descriptive statistics quantitatively describe how a specific characteristic is 
spread across a group of people. Inferential statistics indicate the likelihood of 
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exhibited characteristics by the sample being an accurate reflection of the population 
that they come from (Taylor, 2005).  
 
Statistics play several roles. They assist the researcher by establishing techniques for 
the way in which data is collated, for accurate recording, and classification to integrate 
individual facts into characterised groups (Taylor, 2005). This characterisation enables 
the researcher to draw any knowledge, possible generalisations and conclusions from 
the information that is gathered. The main functions of statistics are the generalisation, 
description and measurement of relationships under study (Taylor, 2005).  
  
Through statistics we can generalise by basing knowledge about a large population 
on the observations that we have of a small portion of that population, which may be 
limited. They enable the researcher to determine, which of the generalisations are 
rigorous, as well as how far they may be interpreted and applied. Through statistics 
the researcher can decide if any relationship exists between two or more factors, and 
the size of that relationship in a given situation (Taylor, 2005).  Having completed the 
discussion on phase one of the research, which was quantitative, the discussion now 
turns to phase two of the research, which followed a qualitative process.  
 
4.7. Qualitative research  
 
The objective of qualitative research is to gather subjective perspectives and 
meanings, thus utilising questions that honour subjective views from multiple sources 
(Hesse-Biber, 2016). This process allows the researcher to gather co-created 
meanings from participants, and to gather subjective accounts from multiple people 
with multiple views. This usually takes the form of images, texts or words. This does 
not exclude the use of numbers, but rather that numbers may be utilised to summarise 
qualitative themes, which are produced from the in-depth interviews with participants 
(Hesse-Biber, 2016). 
 
4.7.1 Research methods in qualitative research  
 
Qualitative inquiry focuses largely on collecting and analysing data that is observed, 
and within this process there are various approaches and types of text that may be 
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produced, namely various books, existing documents, manuals and magazines, 
newspapers, websites and practice manuals, training material, regulations and 
interviews, or notes from observations (Green, Duan, Gibbons, Hoagwood, Palinkas, 
and Wisdom, 2015). There are various ways of analysing text. Bernard (2011) 
proposes finding shared meanings and interconnections, challenging assumptions, 
finding cohesions in participants’ stories or identifying categories and concepts, and 
by linking them into a formal theory (Green et al., 2015).  This research text was 
analysed by identifying common themes and perceptions to identify shared views and 
influences.   
 
According to Taylor (2005: 103), there are effectively three ways of collecting 
qualitative data, namely interviews, observation and review of documents and records. 
Interviews involve open-ended questions, including probes that provide in-depth 
responses in relation to people’s perceptions, experiences, feelings, knowledge and 
opinions. The data that was elicited from interviews were in the form of verbatim 
quotations with enough context therein to enable interpretation. Observations 
comprise fieldwork descriptions of observable human experience and may take the 
form of observed activities, interactions, behaviours, actions, processes and 
conversations, to name some observable aspects. Documents and records comprise 
written material and any other alternative relevant documentation such as records, 
correspondence, photographs, mementos or souvenirs that can be classified as 
memorabilia, and responses provided to open-ended questions that may be written.  
 
In reviewing the most suitable qualitative strategy, the use of interviews was selected 
for this research study, whereby a cross section of African female leaders, their 
managers, subordinates and peers, formed the participant group. They were 
interviewed to gauge an understanding of the perceptions that they believe are held 
about them, and what they experience as leaders, as well as to obtain views from 
those they work and interact with, managers, subordinates and peers. As a research 
tool, interviews are one of the most frequently utilised qualitative methods of data 
collection. They are conducted with individuals or within groups and can take varying 
forms from structured in nature, where questions are read exactly as they appear on 
a structured schedule by the interviewer, to semi-structured in design, where the 
researcher asks more open-ended questions that do not follow a strict schedule 
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(Green et al., 2015). The various forms of interviews, as a qualitative component of 
research, are expanded on further below. 
 
4.7.2 Interviews 
 
Within the qualitative approach there are various methods of data collection such as 
in-depth interviews to establish a verdict where data can be circumstantial, self-
reporting, or eyewitness accounts. It addresses questions about how and why 
something is happening. The data obtained is mainly descriptive, although, at times, 
it may be measurable in nature (Hughes, 2006). Emphasis is placed on the exploration 
and insight that is gained (Hughes, 2006). In-depth interviews involve comprehensive 
discussions with participants within a research process. The extent to which the 
interviews have a planned schedule of questions determines the extent to which the 
interviews may be deemed to be structured, semi-structured, or unstructured (Starr, 
2014).  
 
This research used semi-structured interviews. In determining whether an interview 
should be structured or not, research processes with large numbers of participants to 
be interviewed generally have semi-structured or structured interviews to ensure that 
there is adequate ability to compare the collected information. Research processes 
with smaller numbers of respondents tend to have less structure and more range to 
elicit respondents’ views. For automated cataloguing and processing of data, and to 
ensure that complete detailed interview information is preserved, the recommended 
practice is for the taping and transcription of interviews (Starr, 2014), which was 
employed in this study, as interviews were recorded and transcribed. In some 
processes the practice is that the researcher takes notes and expands on them as 
soon as possible after the interview. This is likely to be satisfactory where the 
participant numbers are small, and there is one interviewer and the interview itself is 
not long, or in instances where the participants prefer not to be recorded (Starr, 2014). 
Based on the sample size of this research study and participants’ consent to recording, 
this method was not employed. In both instances described here it is best practice to 
retain a uniformed, detailed record of all interviews to enable the researcher to consult, 
review and analyse all the data systematically, following the interviews (Starr, 2014).  
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4.7.3 Advantages and disadvantages of interviews  
 
In-depth qualitative interviews are one of the main naturalistic methods of research, 
whereby researchers engage in dialogue with those individuals who have the requisite 
experience or knowledge with specific areas of interest or problems identified for the 
specific research study. Through interviews the researcher can explore several factors 
in detail such as motives, experiences, as well as opinions of others. The researcher 
can, therefore, see the world from others’ perspectives, and not merely their own 
(Rubin and Rubin, 2012).  
 
Interviews enable the recreation of events that the researcher has never experienced, 
and through the collation of descriptions from various interviews, the researcher can 
map together a view of complicated processes (Rubin and Rubin, 2012). At times 
talking to those individuals that are part of processes or programmes enables a 
platform for them to challenge assumptions and shed light on public matters (Rubin 
and Rubin, 2012).    
 
Interview guides that are semi-structured are regularly modified as the research data 
is collected, and it is this flexibility that makes semi-structured interviews useful in 
mixed methods research. The adaptability affords researchers an opportunity to 
amend or enhance by adding questions in response to findings from either interviews 
or further data sources (Green et al., 2015). To further understand the foundation of 
the qualitative phase of the research, qualitative research paradigms are discussed 
below.  
 
4.7.4 Paradigms in qualitative research  
 
A research paradigm refers to a worldview, referring to an encompassing frame for the 
existing beliefs, values and methods within which research occurs, and the researcher 
operates within this worldview. The philosophical assumptions and stance of the 
qualitative based component of the research is interpretivist, whereby the researcher 
aims to understand the word from the perspective of individuals. This indicates an 
ontological assumption, namely that in research enquiry there are numerous social 
realities based on the fact that humans have differing experiences such as the 
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knowledge that they have, views that they hold, what they have experienced and how 
they make sense of things. This perspective considers what the world is based on, 
and how it is understood and experienced by individuals through interacting with one 
another and the broader social system (Maxwell, 2006; Bogdan and Biklen, 1992; 
Guba and Lincoln, 1985; Merriam, 1988, as cited in Tuli, 2010).  
 
In interpretivism, ontology is centred on understanding more about the underlying 
phenomenon that is investigated, rather than deriving mathematical relationships 
(Hughes, 2006). The epistemology is considered as the assumptions around 
knowledge, and how it may be created (Myers, 2009), and how we derive knowledge 
or the philosophy of knowledge (Trochim, 2016). The interpretive assumption allows 
for the identification of interpretations of the social world that are based on cultural 
influence and are located in history. A focus is placed on understanding rather than on 
explaining, on process rather than on facts, and where the purpose of analysis is to 
understand the relevant phenomenon rather than to apply a general view to a 
population (Farzanfar, 2005, as cited in Tuli, 2010). Here, the researchers are 
naturalistic, involved in real-world situations, as they occur without influence, and 
involved in personal interaction with participants in order the gain greater depth, 
richness and insight (Tulu, 2010). This was an inductive process of discovery for this 
research study; the discussion now focusses on the researcher’s role.  
 
4.7.5 Entree and the researcher’s role 
 
As indicated in the discussion around the qualitative research paradigm, the second 
phase of the research was qualitative in nature, whereby the researcher participated 
in the fieldwork (Mouton, 2001) by collecting data from participants, which took place 
within the same population as the first phase. The banks where access had been 
granted were used as bases for where the research occurred. The objective and 
benefits of the proposed research were explained, together with the research process, 
ethical considerations, and the desired outcomes. The objective was to accurately 
position the research and obtain informed consent. The researcher’s role herein was 
to facilitate the research process in a manner that maintains the integrity of the 
process, the dignity of the participants, and the overall quality of the study. The 
researcher conducted the interviews with 10 African female leaders, 5 subordinates of 
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African female leaders, 5 managers of African female leaders and 5 peers of African 
female leaders within the financial services industry, and then analysed and 
interpreted the collected data. 
 
4.7.6 Research approach 
 
This research approach was selected to understand the phenomenon from the 
perspective of gaining a complete view of how African female leaders are perceived, 
the impact of these perceptions on them, and the role of contextual variables. The 
approach that was employed aimed to explore individual experiences and to 
understand the leadership dilemmas of African female leaders within the South African 
context in relation to current theory. 
 
In employing this approach, the role of the researcher here was to analyse the data 
and then reach a decision based on what is reasonable, according to the evidence 
and strength of the argument (Hughes, 2006). Within the interview process, the 
researcher formed the vehicle through which reality is discovered; the basis of the 
belief being that reality is socially constructed and based on people’s articulation 
thereof (Andrade, 2009). The interviews with the African female leaders thus formed 
a base of understanding their experiences. The researcher inductively worked from 
specific general themes through the interpretation of meaning from the data (Creswell, 
2009).  This form of research requires motivation of decisions that are made (Hughes, 
2006). Ensuring the correct sampling and selection of participants is key to this 
research approach.  
 
4.7.7 Sampling 
 
The issue of sampling is important, especially considering the limited pool of African 
female leaders. Since collecting and analysing qualitative data is resource-intensive, 
the size of the sample is, therefore, generally significantly smaller compared to 
standard closed-end surveys. In addition, the samples are generally formed and 
sourced purposively instead of obtaining participants randomly from a wider population 
(Starr, 2014). For this component of the research it was, therefore, appropriate that 
purposive sampling was used, which allowed the researcher to intentionally select a 
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group in instances where the population of the study may be difficult to find or is rare. 
The criteria for participation included: willingness to participate; African female leaders 
currently fulfilling a leadership role within one of the five major banks in the financial 
services industry; subordinates of African female leaders; managers of African female 
leaders; and peers of African female leaders. 
 
The definition of a leader for the purposes of this research is an individual that fulfils a 
management role at middle or senior management within an organisation at a group, 
cluster, divisional or business unit level.  This role within the organisation affords them 
authority to make decisions and/or manage and control operations within their 
functional area of expertise and is hence characterised as being a leader within the 
organisation.  These individuals typically sit on a management team and report to the 
business unit head, divisional executive, managing executive, managing director, 
Chief Operations Officer (COO) or the Chief Executive Officer (CEO), while they may 
themselves fulfil one of these roles.  
 
The sample was 10 (N = 10) African female leaders to establish a view of differences 
and/or similarities in experiences in relation to the available theory and topic of 
research. To obtain perspectives of people that they interact with, the sample further 
included 5 (N = 5) subordinates of African female leaders, 5 (N = 5) peers of African 
female leaders and 5 (N = 5) managers of African female leaders, which totalled 25 
(N = 25) interviews. This selection was also informed by the limited representation of 
females in leadership roles, which becomes further diminished when the focus is 
placed on African female leaders. Having completed the discussion on sampling, the 
focus now turns to the process of data collection.  
 
4.7.8 Data collection 
 
Various qualitative data collection methods exist that can be classified into four 
categories, namely observation, documents, audio-visual materials and interviews. 
Data collection is a critical step to ensure the reliability of qualitative research by 
keeping vigilant records or observations during the interview process. It is important 
that data gathering procedures are reliable to enable other researchers to replicate the 
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research and results (Taylor, 2005).  Figure 4.6 below illustrates an overview of 
various approaches that are available for qualitative data collection.  
Figure 4.5 A compendium of data collection approaches in qualitative research 
 
Source: Cresswell (2007: 130)  
 
The primary method of data collection in this study was in-depth, open-ended, semi-
structured interviews with African female leaders.  Interviews are thought to perform 
an important part of most of social research (Breakwell, 1995). The open-ended nature 
of the interview questions allows participants to elaborate freely, enabling the 
researcher to ascertain what participants deem to be relevant.  The ability to deviate 
from the schedule and ask follow-up questions as and when required enables the 
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gathering of richness and depth (Bryman and Bell, 2003).  This interview structure 
allows the researcher to delve into the complexity of each participant’s circumstance, 
whilst maintaining a level of consistency in the questions that are asked, and not 
limiting the participants’ responses. These interviews were predominantly focused on 
eliciting feedback about the experiences of African female leaders in the financial 
services industry.  The interviews were conducted both face-to-face within the 
organisation and telephonically, were recorded to allow for transcription, and thereafter 
the interviews were recorded. 
 
Prior to conducting interviews with the participants, a pilot study of the questions that 
were employed in the interviews, was conducted.  This pilot study was done on 4 
(N = 4) participants who bear similar characteristics to those in the target population, 
and who were from the organisation where the research was conducted.  Participant 
selection used purposive sampling, as judgement was used to ensure that they met 
the requirements of the sample group. The pilot study was conducted to predict and 
solve any problems in the interviews, rather than having these problems emerge after 
a few interviews. It also served to make the researcher more comfortable with the 
interview schedule. The pilot study allowed for clarification of questions that are not 
clearly understood by participants, and for the elimination of questions that made them 
feel uncomfortable.  It also served as a test of the overall structure and flow of the 
interview (Bryman and Bell, 2003). The researcher was able to ascertain if the 
interview questions were appropriate, concise and clear. The pilot interview results 
were used to construct the final interview template. In the process of conducting 
interviews, preservation of the data through recording is an important component.  
 
4.7.9 Recording of data 
 
The process of recording the data entailed recording interviews and transcribing the 
recordings for review in conjunction with all notes that the researcher documented. 
There are, essentially, two categories of notes that the researcher documented. The 
first component necessitated that the researcher documents notes during the interview 
process, and captures the experiences, words, and phrases of the participants.  A 
second component is field notes, which documented the researcher’s thoughts, 
observations and experiences of the interviews.  The observations are a combination 
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of what the researcher hears, has sight of, experiences, and contemplates (Schurink, 
2003). The emergent data was then consolidated to form a comprehensive overview 
of data for the study.  The collected data was stored electronically in multiple locations, 
and a hard copy of all recorded data was filed and retained. This data was then used 
in the process of data analysis, which is discussed in the next section.  
 
4.7.10 Methods for analysing qualitative data  
 
The process of data analysis involved the transcription of interviews via a tape-based 
analysis. The transcribed text was reviewed for emergent themes, which were noted 
to form an abbreviated transcript and summary. The methodical examination of the 
data allowed for the recording of emergent themes (Welman and Kruger, 2001). These 
emergent themes formed the output and final view of the qualitative research findings.  
 
4.7.11 Reporting 
 
The interpretivist approach was employed in the qualitative phase; therefore, reporting 
was in the form of a realist tale. This entailed allowing participants to tell their stories 
while the researcher played the role of observer. This approach limits the voice of the 
researcher to being present only in describing the research design (Schurink, 2003). 
The researcher facilitated the process of eliciting participants’ responses. Having 
reviewed the quantitative and qualitative phases, the focus now turns to mixed 
methods and how this was applied.  
 
4.8. Mixed methods research  
 
To achieve rigor and thoroughness in research, a mixed method approach was 
employed, where one or more qualitative methods are paired with one or more 
quantitative methods, and the two are then triangulated to enhance the validity of the 
research findings (Green et al., 2015; Poth and Onwuegbuzie, 2015; Cooper and 
Schindler, 2006). This is defined as the application of multiple research methods in 
one study (Casey and Murphy, 2009; Kelle, 2006; Olsen, 2004; Ostlund, Kidd, 
Wengström, and Rowa-Dewar, 2010).  Mixed methods research designs enable the 
collection, analysis and combining of qualitative and quantitative methods contained 
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in a single study, while alternatively it may be within a series of studies to better 
comprehend the research dilemma under observation (Creswell and Plano Clark, 
2011, as cited in Creswell, 2012). The use of triangulation can thus be applied ‘across 
method’ or ‘within method’ (Casey and Murphy, 2009). There are various methods of 
triangulation that may be employed, which are explored further below. 
 
Mixed method research facilitates the use of various options in the collection, analysis 
and triangulation of the information obtained from different populations within the 
research project. The resultant information is then integrated, dependant on how the 
researcher collected the data, and whether the qualitative and quantitative data was 
sequentially or simultaneously collected and is triangulated in the discussion of 
findings (Creswell and Plano Clark, 2007). Creswell and Plano Clark (2007) indicate 
that a critical component of data integration is the analyses of consistencies and 
inconsistencies in research results. Green et al. (2015) postulate that data integration 
also allows for the researcher to explore how the qualitative results enhance, support, 
strengthen and either confirm or disconfirm the results of the quantitative data. The 
next section explores various research methods within mixed methods research.  
 
4.8.1 Research methods in mixed methods research 
 
Within the realm of mixed methods research, Greene, Caracelli, and Graham (1989) 
indicate five distinct drivers, which are used to mix quantitative and qualitative methods 
in research. These are identified as: (1) triangulation, where the objective is to find 
convergence in the information gleaned; (2) complementarity, where the objective is 
to establish the extent of overlap between differing aspects of the area of study; (3) 
development, where the objective is to advance and influence the other method; (4) 
initiation, where the objective lies in questioning or discovering new perspectives in 
the form of uncovering inconsistencies and contradictions, identifying new views of 
frameworks, and restructuring research questions or the emergent results; and (5) 
expansion, where the objective is the expansion of the research in terms of the scope 
and range of review (Frels and Onwuegbuzie, 2013). With the vast number of 
possibilities available to use mixed methods, there are various designs that are 
available to achieve the desired research objective/s, which are influenced by the 
rationale for integration, its purpose and when the integration occurs. In the process 
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of mixing quantitative and qualitative sources of information, this research followed 
sequential mixed methods, wherein the mixing of methods connects the two phases. 
The table below elaborates further on mixing of data.   
 
Table 4.8 Mixing quantitative and qualitative data 
Type of 
Mixing 
Type of 
Design 
Why Mixing 
Occurs 
Where Mixing Occurs in 
Research Process 
Connecting Sequential 
One phase builds 
on the other 
Between data analysis 
(Phase 1) and data collection 
(Phase 2) 
Merging Concurrent 
Bring results 
together 
After analysis of both 
quantitative and qualitative – 
typically in discussion 
Embedding 
Sequential or 
Concurrent 
Either building or 
bringing results 
together 
Either between phases or in 
discussion after analysis 
Source: Creswell (2008, Slide 33) 
 
From the various options of mixed method designs, there are six prototypical designs 
that are identified. The first is the convergent parallel design, where quantitative and 
qualitative data on the phenomenon are collected and analysed separately before the 
two sets of results are converged at interpretation when the findings of the research 
are discussed as means to understand the research problem (Cresswell and Plano 
Clark, 2007). The second is the explanatory sequential design that refers to a two-
phase process, which begins by collecting and analysing quantitative data, followed 
by collecting and analysing qualitative data. The intended design for the qualitative 
phase follows from the quantitative phase, and hence importance tends to be placed 
on the quantitative component (Cresswell and Plano Clark, 2007). The third is the 
exploratory sequential design that begins with the qualitative component exploring the 
phenomenon, building towards the second phase, which is quantitative to obtain data 
that explains the relationships found in the first phase (Cresswell and Plano Clark, 
2007). The fourth is embedded design that mixes diverse groups of data at the original 
scoping stage, whereby one data category is embedded within a methodology that is 
enclosed by the alternative data form to expand or support the initial form of data 
(Caracelli and Greene, 1997, as cited in Cresswell and Plano Clark, 2007: 67). The 
fifth is transformative design that uses either the convergent, explanatory, exploratory 
or embedded design, and encases it within a transformative framework, thereby 
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addressing an issue for the marginalised to bring about change (Cresswell and Plano 
Clark, 2011). The sixth and final is the multiphase design that refers to multiple 
research projects that are conducted over a period of time, connected by a shared 
common purpose. The phases in the research project may use a combination of 
concurrent or sequential designs (Cresswell and Plano Clark, 2007). This research 
falls within the realm of explanatory sequential design, beginning with the process of 
quantitative data collection, followed by analysis of the data. Thereafter, the collection 
of qualitative data occurred, followed by analysis of the qualitative data. From these 
two processes analysis and interpretation of the findings occurred. The six designs 
are graphically displayed in the following figure.  
 
Figure 4.6 Prototypical versions of the six major mixed methods research 
designs 
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Source: Cresswell and Plano Clark (2011: 69-70) 
 
Underpinning the mixed method approach are paradigms, indicating the philosophical 
views held, epistemology and ontology of this research approach, and these are 
discussed in the next section. 
 
4.8.2 Paradigms in mixed methods research  
  
The philosophical assumptions, stance and perspective of research with a mixed 
methods design, is referred to as pragmatism. Employing a pragmatic approach allows 
for the use of “what works” by means of varied approaches, and this places the 
research problem and question at the forefront as the dominant focus and recognises 
the contribution of knowledge, which is both subjective and objective (Morgan, 2007, 
as cited in Creswell, Klassen, Clark, and Smith, 2011). This perspective studies real-
world consequences and the resultant effects as a critical part of meaning and truth, 
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and is founded on abduction reasoning, which interplays back between induction 
associated with qualitative approaches and deduction associated with quantitative 
approaches, thus supporting the use of both in the study. The method and paradigm 
that was chosen is based on the research question rather than on a forced selection 
of existing paradigms to dictate the process, which represents a practical and 
functional research philosophy (Venkatesh, Brown, and Bala, 2013). With this 
approach the data-collection process and analysis thereof are selected on the 
contribution that they will add to provide clarity on the research question (Morgan, 
2007). 
 
Pragmatism indicates an ontological assumption where traditional dualisms are not 
accepted; rather, there is a high regard for the influence and impact of what is noted 
as the internal world of lived personal experiences by individuals live at play (Frels and 
Onwuegbuzie, 2013). Epistemology is the construction of knowledge that occurs on a 
foundation of real world at play and is hence formed through experience; the 
explanations are thus derived from defensible claims (Frels and Onwuegbuzie, 2013). 
The rhetoric and tone of this component of inquiry will, therefore, be a combination of 
both impersonal passive voice, using technical jargon and being empathetic in nature, 
as well as personal voice, incorporating rich and thick descriptions (Frels and 
Onwuegbuzie, 2013). Like quantitative and qualitative research, mixed methods 
research also has its advantages and disadvantages, which are outlined below.  
 
4.8.3 Advantages and disadvantages of mixed methods research  
 
Mixed methods research has both advantages and disadvantages. The use of both 
quantitative and qualitative methods allows for the exploration of correlations between 
variables to test objective theories (Creswell, 2009). The mixed-method approach is 
not merely the use of qualitative and quantitative methods and analysing the resultant 
data; the two methods are used in tandem to strengthen the overall study (Creswell, 
2009). 
 
The combination of the methods enables the researcher to obtain insights regarding 
the research problems from various perspectives, which does not limit it to one view, 
broadening the scope and complexity (Bryers, Van Teijlingen, and Pitchforth, 2014). 
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Advocates of mixed methods approaches to research highlight the perspective and 
contribution that the combination of both quantitative and qualitative worldviews brings 
to really developing a depth and breadth in understanding a phenomenon of interest 
(Venkatesh, Brown, and Bala, 2013). The use of multiple methods and triangulation of 
results obtained assists in the process of confirming and validating results, offering an 
answer to the why component of the research (Bryers, Van Teijlingen, and Pitchforth, 
2014). The triangulation of results allows the researcher to source data, which is 
considered to be valid and trustworthy with greater credibility, as well as validity of the 
overall results (Creswell and Plano-Clark, 2011). The validation of findings across 
varying methods provides greater grounding and belief in the conclusions, since in the 
event of conflicting results there is greater evidence at hand to enable the researcher 
to adapt their interpretations and assumptions (Bryers, Van Teijlingen, and Pitchforth, 
2014).   
 
The advantage of mixed research is its ability to consider a vast spectrum of research 
topics as opposed to those, which quantitative or qualitative research alone can 
explore.  Plano Clark and Badice (2010, as cited in Frels and Onwuegbuzie, 2013) 
identified that mixed method research is appropriate for distinct research questions 
where there may be multiple quantitative research questions combined with multiple 
qualitative questions under investigation. Further to this, general overarching mixed 
research questions are identified where there are wide-ranging questions covered by 
means of utilising the combination of quantitative and qualitative methodologies.  
 
Hybrid mixed issue research questions refer to where there is a single question that is 
composed of two different components, whereby a quantitative approach is employed 
in the exploration of a single aspect and a qualitative method is utilised to consider the 
second aspect. Mixed procedural/mixing research questions refer to where there are 
enquiries with little scope for expansion that guide the direction, resulting in a 
combination of the qualitative and quantitative components. A combination of 
approaches to the instigation and research questions are those wherein one or more 
mixed research questions are merged or combined with different unrelated 
quantitative and qualitative questions. Research questions that are defined as 
independent are those wherein there are multiple research enquiries, which by their 
nature are connected, and each question is effectively not dependent on the outcome 
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and findings of the question/questions. Dependent research questions are where there 
are research questions that hinge on the findings and outcomes that emerge after 
attending to a preceding research question. Research enquiries that are defined as 
predetermined are those where the interrogations are founded on previous works 
garnered, experience and practice, identified individual propensities, and/or 
disciplinary deliberations posited as the base during commencement of the research 
process. Lastly, research questions that are defined as emergent are those where 
there are adapted or new different research questions that emerge whilst in the design 
of the research stage, collection of the study data stage, analysis of results stage, or 
interpretation of results stage within the study (Frels and Onwuegbuzie, 2013). This 
research falls within the scope of general overarching mixed research, wherein the 
research questions that are broad are encapsulated through the mixed methods 
approach.  
  
To experience true value from the use of mixed methods requires the researcher to 
have a good grasp and handle of both qualitative and quantitative research, as this 
expands the researcher’s scope of available methods and reduces bias, whilst 
increasing validity of the study. It provides a thoroughness in the exploration of the 
research problem, making the results more convincing and enhancing each of the 
methods that are used through triangulation (Bryers, Van Teijlingen, and Pitchforth, 
2014).  
 
As with all methods there are limitations in using mixed methods. A first limitation is 
the time, energy and effort required in the study to collate, analyse and validate two 
data sources in quantitative and qualitative data, requiring greater work and effort than 
when using one approach (Venkatesh et al., 2013).  Further disadvantages of mixed 
methods research are that resources such as time and money, which may be limited 
to begin with, become further divided into different methods. The converse is that 
mixed methods research may be costlier and require greater time and effort. It also 
poses a lost opportunity to rather conduct a single large study with one focused 
methodology in order to gain greater depth either qualitatively or quantitatively, as 
opposed to both (Bryers, Van Teijlingen, and Pitchforth, 2014). In relation to combining 
analysed data from both methods, this is often not well executed, and may hence pose 
a lost opportunity to producing good findings. In the mixed methods research process 
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differing philosophies underpin different processes, which will need to be practically 
overcome as these assumptions impact on the data collection process, how data is 
analysed and resultant interpretations (Bryers, Van Teijlingen, and Pitchforth, 2014). 
Throughout the research process the researcher employed ethical practices, which 
are presented next.  
 
4.9. Ethical considerations 
 
Ethical considerations refer to the guidelines, requirements, and minimum established 
norms to create a certain standard in the process of conducting research.  It relates to 
methods, communication, documentation, procedure, and views in deciding how this 
research was conducted, shared, analysed, and communicated. 
 
Key ethical considerations relate to transparency of the process and maintaining 
confidentiality. The first point of consideration to ensure that the research was 
conducted in an ethical manner was to obtain consent from the university's Ethics 
Committee. This ensured that the research met the university’s ethical standards and 
guidelines. Thereafter, informed consent was obtained from the research 
organisations wherein the study was conducted for both phases of the research.  
 
In terms of the study’s participants, their informed consent was obtained for 
involvement in the research. To ensure informed consent, all parties were notified of 
the nature and purpose of the research, and what the research process would entail. 
They were informed that their participation is voluntary, and that no individual would 
be advantaged or disadvantaged for participating or choosing not to participate in the 
study. They were informed that if, at any time, they become uncomfortable with the 
process or questions, they would not be obligated to answer them. They were informed 
of a contact point, should they have any questions. The questionnaire and interview 
respondents for the qualitative process were assured of confidentiality by facilitating 
anonymity by changing or omitting names in analyses and reporting on a group basis 
rather than on an individual basis. Throughout the research process, the researcher 
employed strategies to ensure quality by following the appropriate research 
procedures, while maintaining ethical standards and objectivity.   
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4.10. Summary 
 
This chapter presented methods that the research employed. Several aspects of the 
research methodology were discussed such as exploring various research designs 
that were available for consideration and what the study used. This led to a discussion 
of the procedure that was followed and the mixed methods nature of the research. The 
discussion covered a description of the research setting, organisations where access 
was obtained, and the nature of the research sample group and resultant participants. 
The sampling method was articulated and the way in which data analysis was 
conducted, was confirmed. The next chapter forms an in-depth presentation of the 
results that were obtained from the quantitative and qualitative data analysis.    
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CHAPTER 5:  Data Analysis  
5.1. Introduction   
 
The following chapter provides a detailed overview of the feedback obtained from the 
process of analysing the data gathered. The data analysis process was conducted in 
accordance with the stipulated research questions in Chapter 1, to understand how 
African female leaders who manage others are perceived as leaders by their peers, 
managers, and subordinates in the financial services industry. To support this 
analysis, the research questions as indicated in Chapter 1 are listed below:   
 
 How are African female leaders from the financial services industry perceived 
by their subordinates, peers, and managers?  
 How do African female leaders within the financial services industry perceive 
themselves as well as think they are perceived by others?  
 Does the way in which African female leaders in the financial services industry 
think they are perceived by others influence their leadership style?  
 Is there any significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial 
services industry in terms of negative and positive leadership characteristics?    
 
The researcher went through a process of collecting raw data, both quantitatively and 
qualitatively. This data was then transformed into information, findings, and trends that 
could be utilized to respond to the stated questions above, which formed the basis of 
this research. The Statistical Package for the Social Sciences (SPSS) Version 25 
formed the basis of the analysis of the statistical data analysis process to analyse the 
quantitative data from online and paper-based questionnaires, while the process of 
examination and exploration of the qualitative data took the form of thematic content 
analysis of the data from interviews. The analysis of data was performed to ascertain 
the perceptions held of African female leaders by people they have managed and 
people who have managed them, as well as shared perceptions of themselves as 
leaders from their management experience. The following section provides an 
explanation of the process. 
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5.2. Explanation of data collection process 
 
In initiating the information gathering and investigation process, the method employed 
was quantitative questionnaires, which sought to understand the perceptions held of 
African female leaders by employees within the financial services industry, this group 
contained perceptions of African female managers who manage others categorised 
as African female leaders. This was compared with perceptions of females, males, 
and successful middle managers. Once the quantitative data had been gathered, 
statistical analysis was used to understand the similarities and differences in ratings 
and characteristics between respondent groups. The data analysis also entailed the 
application of statistics of a descriptive and inferential nature in the process of 
analysing the data. 
 
The second component in this data-gathering process and examination took the form 
of qualitative interviews. Interviews were conducted with five managers of African 
female leaders, five subordinates of African female leaders, and ten African female 
leaders from the financial services institution. The interviews were analysed using 
thematic analysis, whereby the texts gleaned from the interviews were coded for the 
identification of themes and resultant analysis of trends. To understand the participant 
grouping, various aspects of their demographic data are reviewed.  
 
5.3. Demographic data 
 
A starting point of analysing demographic data is to understand the methods applied 
in the distribution of questionnaires to respondents and the resultant response rates. 
Research questionnaires were distributed in two ways, online questionnaires and hard 
copies. The number of online questionnaires distributed is reflected below. 
 
Table 5.1 Number of questionnaires distributed online 
Survey group  
 
Questionnaires 
distributed 
E-mail 
addresses not 
active 
Out-of-office 
replies 
Total 
questionnaires 
in circulation 
African female leader 600 28 80 492 
Female 600 30 90 480 
Successful middle manager 600 32 97 471 
Male 600 30 88 482 
Total 2 400 120 355 1 925 
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Table 5.1 shows the online questionnaire distribution across the four survey group 
categories. There were 600 questionnaires distributed for respondents to provide 
feedback on African female leaders. Of those, 28 email addresses were not active, 
and 80 respondents returned an out-of-office message, leaving 492 questionnaires in 
circulation for respondents to provide their perceptions held of African female leaders. 
There were 600 questionnaires distributed for respondents to provide feedback on 
females in general, and, out of those, 30 email addresses were not active, and 90 
respondents returned an out-of-office message, thereby leaving 480 questionnaires in 
circulation for respondents to provide their perceptions of males. A total of 600 
questionnaires distributed for respondents to provide feedback on successful middle 
managers, and, out of those, 32 email addresses were not active, and 97 respondents 
returned an out-of-office message, thereby leaving 471 questionnaires in circulation 
for respondents to provide their perceptions of successful middle managers. A total of 
600 questionnaires were distributed for respondents to provide feedback on males, 
and, out of those, 30 email addresses were not active, and 88 respondents returned 
an out-of-office message, leaving 482 questionnaires in circulation for respondents to 
provide their perceptions of males. In summary, a total of 2 400 requests to participate 
in the online survey were initially sent to respondents, of which 120 went to email 
addresses that were no longer valid, and 355 respondents were out of the office, which 
left 1 925 requests in circulation to which willing respondents could respond.  
 
The second component was the distribution of hard copies to individuals for 
completion. Hard copy questionnaires were distributed to individuals willing to 
participate; these were issued on an individual basis, after the electronic 
questionnaires had been distributed. The following represents the combined total 
questionnaires that were returned and completed; these responses are for both the 
online questionnaires and the hard copy questionnaires. 
 
Table 5.2 Breakdown of total questionnaires completed 
Questionnaire distribution method 
 Frequency Valid Percent 
Valid Online 374 90.1 
Hard copy 41 9.9 
Total 415 100.0 
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Table 5.2 indicates that a total of 374 of the online questionnaires distributed were 
valid and used for the study. Of the valid questionnaires completed and used for the 
data analysis, 374 (90%) were completed online, while 41 (10%) were completed in 
hard copy format. The combined completed questionnaires equated to 415 completed 
questionnaires. The next component of data to be considered from the respondent 
sample was demographic data, which gave an overview of the sample in terms of race, 
gender, tenure in management, current management level, etc.  
 
5.3.1 Biographical analysis  
 
The respondent group was divided into four categories, based on the questionnaire 
they completed indicating one of the following: African female leader, female, 
successful middle manager, or male. The split depicted below gives an indication of 
the number of respondents for the four groups: 
 
Table 5.3 Total respondents by category of questionnaire subject rated 
Number of respondents by group 
 Frequency Valid Percent 
Valid African female leader 101 24.3 
Female 94 22.7 
Successful middle manager 123 29.6 
Male 97 23.4 
Total 415 100.0 
 
Table 5.3 indicates that there was a good distribution in the split of respondents across 
the four categories of surveys distributed, with 101 (24.3%) of respondents completing 
the surveys on characteristics of African female mangers, 94 (22.7%) evaluating 
females, 123 (29.6%) evaluating successful middle managers and 97 (23.4%) 
evaluating males. This brings the total questionnaires that were utilised for the study 
to 415. To understand the gender distribution and review whether it was equitable 
across the whole sample, the table below gives a view of the total response group split 
by sample, to analyse the data for any potential influence on results, based on gender 
distribution. 
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Table 5.4 Gender distribution of respondents 
Gender 
 Frequency Valid Percent 
Valid Female 250 60.2 
Male 165 39.8 
Total 415 100.0 
 
Table 5.4 reveals the gender distribution of the total response sample. It shows that, 
although there was a good distribution in the number of males and females who 
completed the questionnaires, there is a skew towards more female respondents, with 
females comprising 250 (60.2%) of the respondent group and males comprising 165 
(39.8%). This gender influence may be reflected in the respondent statistics. To further 
understand the gender split by category of response, thereby indicating if there was a 
gender difference in the four respondent groups, the following tables provide an 
overview of gender by category of questionnaire completed, as well as reflecting total 
gender distribution for the total respondent population. The table below gives a view 
of for each of the respondent groups and what the gender split was per category that 
completed surveys for each category.  
 
Table 5.5 Gender representation of respondents per category 
  
Gender 
Total 
Female Male 
Group 
African female leader 
Count 58 43 101 
% within Group 57.40 42.60 100.00 
Female 
Count 56 38 94 
% within Group 59.60 40.40 100.00 
Successful middle 
manager 
Count 74 49 123 
% within Group 60.20 39.80 100.00 
Male 
Count 62 35 97 
% within Group 63.90 36.10 100.00 
Total 
Count 250 165 415 
% within Group 60.20 39.80 100.00 
 
Table 5.5 provides an overview of the gender distribution across each of the four 
categories that the respondents rated. For the respondents rating African female 
leaders, 57.4% (58) were female and 42.6% (43) were male. For the respondents 
rating females, 59.6% (56) were female and 40.4% (38) were male. For the 
respondents rating successful middle managers, 60.2% (74) were female and 39.8% 
(49) were male. For the respondents rating males, 63.9% (62) were female and 36.1% 
(35) were male. The results show that, across the four categories, there was a good 
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gender representation; however, there was a skew towards a higher respondent rate 
from females. An overview of the respondents by gender indicates that the 
representation of males ranged from 36.1% to 42.6%, while females were relatively 
higher across the board, ranging from 57.4% to 63.9%. In total, females comprised 
60.2% of respondents and males comprised 39.8%. The preceding analysis gave an 
overview of respondents’ gender representation by group. The following table gives a 
perspective across the total respondent population of how many females and males 
responded to each of the four groups’ surveys.  
 
Table 5.6 Gender representation of respondents per category for population   
  
Gender 
Total 
Female Male 
Group 
African female leader 
Count 58 43 101 
% within Gender 23.20 26.10 24.30 
Female 
Count 56 38 94 
% within Gender 22.40 23.00 22.70 
Successful middle 
manager 
Count 74 49 123 
% within Gender 29.60 29.70 29.60 
Male 
Count 62 35 97 
% within Gender 24.80 21.20 23.40 
Total 
Count 250 165 415 
% Gender 100.00 100.00 100.00 
 
Table 5.6 provides an overview of the gender distribution across each of the four 
categories that the respondents rated. Female respondents rating African female 
leaders made up 23.2% of the complete female population that participated in the 
study, and males who rated African female leaders made up 26.1% of the complete 
male population that participated in the study. The female respondents rating females 
made up 22.4% of the complete female population that participated in the study, and 
males who rated females made up 23% of the complete male population. The female 
respondents rating successful middle managers make up 29.6% of the complete 
female population that participated in the study, and males who rated successful 
middle managers made up 29.7% of the total male population that participated in the 
study. The female respondents rating males made up 24.8% of the complete female 
population that participated in the study, and males who rated males made up 21.2% 
of the complete male population that participated in the study. The results showed 
that, across the four categories of survey respondents, there was consistent 
representation in the total respondent group. The highest group represented was 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
145 
 
respondents rating successful middle managers, at 29.6%, followed by respondents 
rating males, at 24.4%, then respondents rating African female leaders, at 24.3%, and, 
lastly, respondents rating females, at 22.7%. The next section reports on the age of 
respondents.  
 
Table 5.7 Age of respondents 
Age (in complete years) 
 Frequency Percent Valid Percent 
Valid 21‒30 92 22.2 22.3 
31‒40 160 38.6 38.7 
41‒50 108 26.0 26.2 
51 and above 53 12.8 12.8 
Total 413 99.5 100.0 
Missing System 2 0.5  
Total 415 100.0  
 
Table 5.7 provides an overview of the respondents’ age; it shows a fairly even 
distribution in the ages of respondents, with 22.3% (92) falling between the ages 21 to 
30, 38.7% (160) falling between the ages 31 to 40, 26.2% (108) falling between the 
ages 41 to 50, and, from 51 and above, the percentage of respondents decreased 
significantly, to 12.8% (53), which was not surprising, considering that the majority of 
the organisational population would be at the working age of 21 to 50, with a smaller 
percentage approaching the organisational retirement age of between 60 and 65 
years. The total respondents equated to 413 people. Of the total respondent group, 
0.5% (2) did not indicate their age. As a component of the study focused on the race 
of the manager, the data were analysed for race differentials, per the following table.  
 
Table 5.8 Race of respondents 
Race 
 Frequency Percent Valid Percent 
Valid African  181 43.6 44.5 
White 101 24.3 24.8 
Coloured 73 17.6 17.9 
Indian/Asian 52 12.5 12.8 
Total 407 98.1 100.0 
Missing System 8 1.9  
Total 415 415 100.0 
 
Table 5.8, above, depicts the split of respondents by race. The results show the 
highest number of respondents were African, at 44.5% (181), followed by White 
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respondents, at 24.8% (101), then Coloured respondents, at 17.9% (73), and, lastly, 
Indian/Asian respondents, at a significantly lower response rate of 12.8% (52). Of the 
respondent groups, 1.9% (8) did not indicate their race. The next section provides an 
overview of the marital status of respondents.  
 
Table 5.9 Marital status of respondents 
Marital status 
 Frequency Percent Valid Percent 
Valid Single 162 39.0 39.7 
Married 209 50.4 51.2 
Co-habiting 15 3.6 3.7 
Divorced 22 5.3 5.4 
Total 408 98.3 100.0 
Missing System 7 1.7  
Total 415 100.0  
 
Table 5.9 indicates that, of the respondent group, 39.7% (162) were single, 51.2% 
(209) were married, 3.7% (15) were co-habiting, and 5.4% (22) were divorced. Of the 
respondent groups, 1.7% (7) did not indicate their marital status. The table below gives 
an indication of the languages spoken by the respondents.  
 
Table 5.10 Home language of respondents 
Home language 
 Frequency Percent Valid Percent 
Valid Afrikaans 67 16.1 16.5 
English 168 40.5 41.4 
Pedi 21 5.1 5.2 
Sotho 23 5.5 5.7 
Tswana 34 8.2 8.4 
Xhosa 20 4.8 4.9 
Zulu 55 13.3 13.5 
Other  18 4.3 4.4 
Total 406 97.8 100.0 
Missing System 9 2.2  
Total 415 100.0  
 
Table 5.10 portrays the home languages of the respondents; 2.2% (9) did not indicate 
a home language. The majority, 41.4% (168) spoke English, followed by 16.5% (67) 
who spoke Afrikaans, 13.5% (55) who spoke Zulu, 8.4% (34) who spoke Tswana, 
5.7% (23) who spoke Sotho, 5.2% (21) who spoke Pedi, 4.9% (20) who spoke Xhosa, 
and, lastly, 4.4% (18) who indicated Other. To understand the educational background 
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of respondents, the table below gives an indication of the respondents’ education, from 
high school to postgraduate level. 
 
Table 5.11 Highest education of respondents 
Highest education 
 Frequency Percent Valid Percent 
Valid Grade 11 or lower (Std 9 or lower) 6 1.4 1.4 
Grade 12 (Matric, Std 10) 116 28.0 28.0 
Post-matric diploma or certificate 151 36.4 36.5 
Baccalaureate degree(s) 70 16.9 16.9 
Post-graduate degree(s) 71 17.1 17.1 
Total 414 99.8 100.0 
Missing System 1 0.2  
Total 415 100.0  
 
Table 5.11 indicates that most respondents studied beyond matric, with 36.5% (151) 
having completed either a post-matric diploma or certificate, 17.1% (71) completing 
postgraduate degree(s), and 16.9% (70) completing baccalaureate degree(s). The 
balance of respondents, 28% (116), held Grade 12 (matric, std. 10), and 1.4% (6) held 
Grade 11 or lower (std. 9 or lower); one respondent (0.2%) did not indicate his or her 
highest qualification. To understand tenure and how that may impact exposure to 
management, the next section considers the respondents’ total years of work. 
 
Table 5.12 Total years respondents had worked 
Total years worked 
 Frequency Percent Valid Percent 
Valid 0 ‒ 5 57 13.7 13.8 
5 ‒ 10 105 25.3 25.4 
10 ‒ 15 62 14.9 15.0 
15 ‒ 20 60 14.5 14.5 
20 ‒ 25 57 13.7 13.8 
25 ‒ 30 31 7.5 7.5 
30 ‒ 35 25 6.0 6.1 
35 ‒ 40 16 3.9 3.9 
Total 413 99.5 100.0 
Missing System 2 0.5  
Total 415 100.0  
 
Table 5.12 reflects the total years of work by the respondent population; 13.8% (57) 
had 0‒5 years’ work experience, and could be categorised as early in their careers, 
25.4% (105) fell in the 5–10 years’ category of work experience, and 60.8% (251) fell 
in the category of 15 years and above, which could be categorised as extensive work 
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experience. Of the total respondent group, 0.5% (2) did not indicate their years of work 
experience. The importance of the amount of work experience is that, with tenure, 
there is a greater likelihood that the respondent had worked with managers of different 
races and genders. The next table focuses on what type of employment the 
respondents held. 
 
Table 5.13 Current employment type of respondents 
Current employment type 
 Frequency Percent Valid Percent 
Valid Permanent 406 97.8 99.3 
Fixed-term contract 3 0.7 0.7 
Total 409 98.6 100.0 
Missing System 6 1.4  
Total 415 100.0  
 
Table 5.13 indicates that 99.3% (406) of respondents were permanently employed 
employees of the organisation, and a very small number, 0.7% (3), were fixed-term 
contractors. A total of 1.4% (6) did not indicate the nature of their employment. 
Permanently employed employees would have access to complete organisational 
benefits and programmes, and they are also likely to have a longer tenure than fixed-
term contractors. From the type of employment, the focus is the current role the 
respondents fulfilled, to understand how many of them were managers and what form 
of management role they fulfilled. 
 
Table 5.14 Current type of role of respondents 
Current type of role 
 Frequency Percent Valid Percent 
Valid No subordinates 236 56.9 58.3 
Manages others 80 19.3 19.8 
Manages managers 18 4.3 4.4 
Manages function 16 3.9 4.0 
Manages multiple functions 12 2.9 3.0 
Specialist 43 10.4 10.6 
Total 405 97.6 100.0 
Missing System 10 2.4  
Total 415 100.0  
 
Table 5.14 gives a view of the current level of management role the respondents 
fulfilled; 58.3% (236) were not managing any subordinates, which, combined with the 
10.6% (43) of respondents in specialist functions equated to 68.9% (279). The balance 
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of 31.1% (126) of the respondents fulfilled a management role. Those in a 
management role operated at different levels of complexity, ranging from managing 
others to managers, to functions, and those managing multiple functions. The 
representation of these managers varied from those who managed others, at 19.8% 
(80), those who managed managers, at 4.4% (18), those who managed functions, at 
4% (16), to those who managed multiples functions, at 3% (12). The total respondents 
equated to 405 people; of the total respondent group, 2.4% (10) did not indicate their 
current type of role. To further understand the dynamic of managing others, the 
following table reviews the number of years’ experience respondents had in managing 
others.  
 
Table 5.15 Respondents’ number of years managing people 
Number of years managing people 
 Frequency Percent Valid Percent 
Valid 0‒5 229 55.2 68.6 
5‒10 53 12.8 15.9 
10‒15 25 6.0 7.5 
15‒20 9 2.2 2.7 
20‒25 5 1.2 1.5 
25‒30 10 2.4 3.0 
30‒35 3 0.7 0.9 
Total 334 80.5 100.0 
Missing System 81 19.5  
Total 415 100.0  
 
According to Table 5.15, 68.6% (229) of respondents had 0‒5 years’ management 
experience, and thus could be classified as new managers, and 15.9% (53) had 5‒10 
years’ experience managing others. The balance, a much smaller group of 
respondents, had management experience ranging from 10‒35 years, which can be 
classified as extensive experience. These respondents were classified as follows: 
7.5% (25) with 10‒15 years, 2.7% (9) with 15‒20 years, 1.5% (5) with 20‒25 years, 
3% (10) with 25‒30 years, and 0.9% (3) with 30‒35 years’ experience in managing 
others. A total of 19.5% (81), which is quite a noteworthy portion of the respondent 
group, did not indicate their years’ experience in managing others. To understand the 
level at which the respondents operated, the following table indicates the number of 
years’ experience they had in middle management and/or senior management roles.  
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Table 5.16 Respondents’ number of years in middle management and/or senior 
management role 
Number of years in middle management and/or senior management role 
 Frequency Percent Valid Percent 
Valid 0‒5 223 53.7 67.0 
5‒10 56 13.5 16.8 
10‒15 23 5.5 6.9 
15‒20 13 3.1 3.9 
20‒25 10 2.4 3.0 
25‒30 7 1.7 2.1 
30‒35 1 0.2 0.3 
Total 333 80.2 100.0 
Missing System 82 19.8  
Total 415 100.0  
 
Table 5.16 provides the perspective that, similarly to the number of years managing 
others, the number of year at middle and/or senior management were concentrated 
mainly at 0‒5 years, comprising 67% (223) of respondents, followed by 5‒10 years, 
comprising 16.8% (56) of respondents. A much smaller group had 10‒35 years of 
management at middle and/or senior management level: 6.9% (23) at 10‒15 years, 
3.9% (13) at 15‒20 years, 3% (10) at 20‒25 years, 2.1% (7) at 25‒30 years, and 0.3% 
(1) at 30‒35 years. A total of 19.8% (82), which is quite a noteworthy portion of the 
respondent group, did not indicate their years in middle management and/or senior 
management roles. To give context to the span of management experience 
respondents had, the table below indicates the total size of the team they currently 
managed.  
 
Table 5.17 Size of team managed currently 
Size of current team managed 
 Frequency Percent Valid Percent 
Valid 0‒10 279 67.2 83.8 
11‒50 41 9.9 12.3 
51‒100 6 1.4 1.8 
101‒300 4 1.0 1.2 
301‒500 3 0.7 0.9 
Total 333 80.2 100.0 
Missing System 82 19.8  
Total 415 100.0  
 
Table 5.17 provides perspective on the size of the teams respondents currently 
managed, and shows that a significant portion, 83.8% (279), currently managed a 
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team of 0‒10 people, which could be considered a small team, 12.3% (41) managed 
a team of 11‒50 people, which could be considered a moderate to large team, and 
the balance managed large teams. In the scope of large teams, 1.8% (6) managed a 
team of 51‒100 people, 1.2% (4) managed a team of 101‒300 people, and 0.9% (3) 
managed a team of 301‒500 people. A total of 19.8% (82), which is quite a noteworthy 
portion of the respondent group, did not indicate the size of the team they managed. 
The final component of the biographical data reviewed was the number of female 
direct line managers the respondents had had in their career, to understand their prior 
level of exposure to female managers. This is depicted in the following table.  
 
Table 5.18 Number of female direct line managers in their career 
Number of Female Direct Line Managers in their Career 
 Frequency Percent Valid Percent 
Valid 0 75 18.1 19.5 
1‒3 208 50.1 54.2 
4‒6 77 18.6 20.1 
7‒9 15 3.6 3.9 
10+ 9 2.2 2.3 
Total 384 92.5 100.0 
Missing System 31 7.5  
Total 415 100.0  
 
According to Table 5.18, of the total respondent group of 415, 19.5% (75) had never 
had a female manager. This showed that, of the total respondent population, a limited 
number had no experience of being managed by a woman. Most respondents had had 
1‒3 female managers, and this group made up 54.2% (208) of the respondent group. 
A total of 20.1% (77) had had 4‒6 managers, and the lowest categories were those 
who had had 7‒9 managers, at 3.9% (15), and those with 10+ managers, at 2.3% (9). 
The total pf respondents who indicated the number of managers was 384, with 7.5% 
(31) not indicating if they had had a female manager. Moving from the demographic 
data, the following section analyses the responses to the survey from the four 
respondent groups through various statistical methods, the first being a review of the 
descriptive statistics. 
 
 
 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
152 
 
5.4 Descriptive statistics 
 
Having reviewed the demographic composition of the respondent population, this 
section considers the descriptive statistics, describing the specific characteristics of 
the respondent group and addressing the focus of this research based on the 
objectives and hypothesis proposed. The section below lists the means and standard 
deviations for the 92 items of the SDI according to the respondents’ perceptions of the 
characteristics of African female leaders.  
 
Table 5.19 Means and standard deviations of the 92 items of the SDI 
(respondents’ perceptions of the characteristics of African female leaders) 
Descriptive Statistics 
 N Minimum Maximum Mean Std. Deviation 
1 Curious 101 1 5 3.75 1.072 
2 Consistent 101 1 5 3.50 1.092 
3 High need for power 101 1 5 3.72 1.184 
4 Sympathetic 100 1 5 3.46 1.150 
5 Fearful 101 1 5 3.14 1.096 
6 Adventurous 100 1 5 3.30 .969 
7 Leadership ability 99 1 5 3.62 .976 
8 Values pleasant surroundings 101 1 5 3.91 .918 
9 Neat 101 2 5 4.06 .988 
10 Uncertain 101 1 5 3.19 1.120 
11 Creative 101 1 5 3.48 1.083 
12 Desire to avoid controversy 101 1 5 3.44 1.135 
13 Submissive 99 1 5 3.04 1.169 
14 Frank 99 1 5 3.40 1.068 
15 Courteous 99 1 5 3.66 .991 
16 Emotionally stable 101 1 5 3.60 1.021 
17 Devious 101 1 5 2.80 1.158 
18 Interested in own appearance 101 1 5 3.82 1.033 
19 Independent 99 2 5 3.89 .902 
20 Desire for friendship 101 1 5 3.47 1.025 
21 Frivolous 99 1 5 3.04 .947 
22 Intelligent 101 3 5 3.95 .684 
23 Persistent 99 1 5 3.76 .980 
24 Vigorous 101 1 5 3.45 .974 
25 Timid 101 1 5 3.10 1.063 
26 Sophisticated 101 1 5 3.85 .865 
27 Talkative 97 1 5 3.86 .957 
28 Strong need for security 100 1 5 3.65 1.077 
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29 Forceful 99 1 5 3.23 1.067 
30 Analytical ability 100 1 5 3.43 1.121 
31 Competitive 99 1 5 3.80 .979 
32 Wavering in decision 99 1 5 3.28 .969 
33 Cheerful 99 1 5 3.80 .926 
34 High need for autonomy 98 1 5 3.48 1.007 
35 Able to separate feelings from 
ideas 
101 1 5 3.39 1.086 
36 Competent 101 1 5 3.87 .976 
37 Understanding 100 1 5 3.79 .957 
38 Vulgar 100 1 5 2.30 1.267 
39 Sociable 101 1 5 3.81 1.074 
40 Aggressive 101 1 5 2.72 1.282 
41 High self-regard 101 1 5 3.64 1.128 
42 Grateful 101 1 5 3.68 1.140 
43 Easily influenced 100 1 5 3.18 1.201 
44 Exhibitionist 99 1 5 3.05 1.044 
45 Aware of feelings of others 100 1 5 3.56 1.113 
46 Passive 100 1 5 3.09 1.102 
47 Objective 99 1 5 3.68 .967 
48 Speedy recovery from emotional 
disturbance 
98 1 5 3.18 1.039 
49 Shy 100 1 5 2.78 1.260 
50 Firm 100 1 5 3.57 1.066 
51 Prompt 101 1 5 3.49 1.045 
52 Intuitive 101 1 5 3.61 .927 
53 Humanitarian values 101 1 5 3.73 .999 
54 Knows the way of the world 100 1 5 3.59 .986 
55 Dawdler and procrastinator 100 1 5 2.95 1.201 
56 Quarrelsome 98 1 5 3.02 1.175 
57 Industrious 99 1 5 3.30 .897 
58 Well informed 101 1 5 3.77 .870 
59 Not uncomfortable about being 
aggressive 
101 1 5 3.26 1.101 
60 Reserved 97 1 5 3.19 1.202 
61 Ambitious 101 1 5 3.92 1.083 
62 Not conceited about appearance 101 1 5 2.95 1.169 
63 Strong need for social 
acceptance 
100 1 5 3.38 1.237 
64 Hasty 101 1 5 2.89 1.085 
65 Obedient 100 1 5 3.58 .987 
66 Desires responsibility 99 1 5 3.70 .952 
67 Self-controlled 101 1 5 3.65 .921 
68 Modest 101 1 5 3.43 .920 
69 Decisive 100 1 5 3.54 .947 
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70 Nervous 100 1 5 2.94 1.135 
71 Direct 101 1 5 3.58 .983 
72 Hides emotion 101 1 5 2.91 1.192 
73 Authoritative 101 1 5 3.50 1.055 
74 Self-confident 101 2 5 3.96 .836 
75 Sentimental 100 1 5 3.33 1.055 
76 Steady 101 1 5 3.53 .890 
77 Assertive 101 1 5 3.59 1.022 
78 Feelings not easily hurt 100 1 5 3.10 1.142 
79 Dominant 101 1 5 3.21 1.098 
80 Tactful 101 1 5 3.60 1.021 
81 Helpful 101 1 5 3.90 .943 
82 Strong need for achievement 100 1 5 3.91 1.016 
83 Deceitful 99 1 5 2.58 1.205 
84 Generous 101 1 5 3.54 1.005 
85 Bitter 101 1 5 2.56 1.203 
86 Logical 98 1 5 3.42 1.074 
87 Skilled in business matters 101 1 5 3.50 1.083 
88 Selfish 101 1 5 2.59 1.201 
89 Demure 100 1 5 2.97 1.020 
90 Kind 100 1 5 3.78 .991 
91 Strong need for monetary 
rewards 
101 1 5 3.83 1.087 
92 Self-reliant 101 1 5 3.76 .929 
Valid N (listwise) 67     
 
Table 5.19 reflects the results of the respondents’ perceptions of African female 
leaders based on their ratings of the 92-item SDI on a five-point Likert scale. On this 
scale, a score of 1 indicated Not characteristic of African female leaders, a score of 2 
indicated Somewhat uncharacteristic of African female leaders, 3 indicated Neither 
characteristic nor uncharacteristic of African female leaders, 4 indicated Somewhat 
characteristic of African female leaders, and a score of 5 indicated Characteristic of 
African female leaders. The data for the 92 items they were sorted into smaller groups 
by calculating the mean for every item and then assigning it to a group based on the 
mean value. Items with M > 3 were grouped as positive or characteristic of African 
female leaders, and items with M < 3 were grouped as negative or not characteristic 
of African female leaders. The table below indicates the items that were characteristic 
of African female leaders and the items that are not characteristic or uncharacteristic 
of African female leaders.  
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Table 5.20 Positive and negative items 
(respondents’ perceptions of the characteristics of African female leaders) 
Characteristic of African female leaders 
Not characteristic or uncharacteristic 
of African female leaders 
 
9 Neat 89 Demure 
74 Self-confident 55 Dawdler and procrastinator 
22 Intelligent 62 Not conceited about appearance 
61 Ambitious 70 Nervous 
8 Values pleasant surroundings 72 Hides emotion 
82 Strong need for achievement 64 Hasty 
81 Helpful 17 Devious 
19 Independent 49 Shy 
36 Competent 40 Aggressive 
27 Talkative 88 Selfish 
26 Sophisticated 83 Deceitful 
91 Strong need for monetary rewards 85 Bitter 
18 Interested in own appearance 38 Vulgar 
39 Sociable   
31 Competitive   
33 Cheerful   
37 Understanding   
90 Kind   
58 Well informed   
23 Persistent   
92 Self-reliant   
1 Curious   
53 Humanitarian values   
3 High need for power   
66 Desires responsibility   
42 Grateful   
47 Objective   
15 Courteous   
28 Strong need for security   
67 Self-controlled   
41 High self-regard   
7 Leadership ability   
52 Intuitive   
16 Emotionally stable   
80 Tactful   
54 Knows the way of the world   
77 Assertive   
65 Obedient   
71 Direct   
50 Firm   
45 Aware of feelings of others   
69 Decisive   
84 Generous   
76 Steady   
2 Consistent   
73 Authoritative   
87 Skilled in business matters   
51 Prompt   
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11 Creative   
34 High need for autonomy   
20 Desire for friendship   
4 Sympathetic   
24 Vigorous   
12 Desire to avoid controversy   
30 Analytical ability   
68 Modest   
86 Logical   
14 Frank   
35 Able to separate feelings from ideas   
63 Strong need for social acceptance   
75 Sentimental   
6 Adventurous   
57 Industrious   
32 Wavering in decision   
59 Not uncomfortable about being aggressive   
29 Forceful   
79 Dominant   
10 Uncertain   
60 Reserved   
43 Easily influenced   
48 Speedy recovery from emotional disturbance   
5 Fearful   
25 Timid   
78 Feelings not easily hurt   
46 Passive   
44 Exhibitionist   
13 Submissive   
21 Frivolous   
56 Quarrelsome   
 
Table 5.20, above, provides an overview of all the positive and negative items’ ranking, 
ordered from highest to lowest, based on the mean value of ratings of African female 
leaders by respondents. Of the 92 SDI items, 79 items were perceived as positive 
characteristics, and therefore considered as typical characteristics of African female 
leaders, since these had mean values greater than 3, while 13 items were perceived 
as negative characteristics, and therefore considered uncharacteristic of African 
female mangers, as these had a mean score of less than 3. The 79 items that were 
characteristic of African female leaders, as perceived by respondents, were: neat, self-
confident, intelligent, ambitious, values pleasant surroundings, strong need for 
achievement, helpful, independent, competent, talkative, sophisticated, strong need 
for monetary rewards, interested in own appearance, sociable, competitive, cheerful, 
understanding, kind, well informed, persistent, self-reliant, curious, humanitarian 
values, high need for power, desires responsibility, grateful, objective, courteous, 
strong need for security, self-controlled, high self-regard, leadership ability, intuitive, 
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emotionally stable, tactful, knows the way of the world, assertive, obedient, direct, firm, 
aware of feelings of others, decisive, generous, steady, consistent, authoritative, 
skilled in business matters, prompt, creative, high need for autonomy, desire for 
friendship, sympathetic, vigorous, desire to avoid controversy, analytical ability, 
modest, logical, frank, able to separate feelings from ideas, strong need for social 
acceptance, sentimental, adventurous, industrious, wavering in decision, not 
uncomfortable about being aggressive, forceful, dominant, uncertain, reserved, easily 
influenced, speedy recovery from emotional disturbance, fearful, timid, feelings not 
easily hurt, passive, exhibitionist, submissive, frivolous and quarrelsome. On the other 
hand, the following items (on the right of the table) were not typical characteristics of 
African female leaders, as perceived by respondents: demure, dawdler and 
procrastinator, not conceited about appearance, nervous, hides emotion, hasty, 
devious, shy, aggressive, selfish, deceitful, bitter and vulgar. To understand how 
ratings compared across the four groups of African female leaders, females, 
successful middle managers, and males that respondents were rating, the following 
section compares the differences and similarities in rating of African female leaders, 
females, successful middle managers, and males by respondents.  
 
5.5. Comparison of Schein characteristics ratings by respondent groups 
 
To compare the differences and similarities in the rating of African female leaders, 
females, successful middle managers, and males by respondents, the following 
section explores the ratings of the 92 items of the SDI according to the means and 
standard deviations of responses. The following tables also indicate the detailed 
responses of respondents in terms of their view of the characteristics that were rated 
on a Likert scale with five rating points. The five indicators used a basis for rating were: 
Not characteristic of respondents, Somewhat uncharacteristic of respondents, Neither 
characteristic nor uncharacteristic of respondents, Somewhat characteristic of 
respondents, and Characteristic of respondents. In considering the grading of the 
mean values, a mean below 3.0 was considered low, 3.0 to 3.1 was considered 
moderate, 3.2 to 3.5 was considered moderately high, 3.6 to 4.4 was high, and a mean 
of 4.5 and above was considered extremely high. In instances where the neutral value 
was high, these may be some distortion the percentage of respondents; however, the 
detailed results for each of the factors considered from the factor analysis will be 
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discussed in detail. The first grouping to be analysed is the ratings of respondents of 
the destructive characteristics.  
 
5.5.1 Destructive Characteristics  
 
The Destructive characteristics factor was composed of five characteristics, namely 
devious, vulgar, aggressive, deceitful, bitter, and selfish. The following section reviews 
the participants’ ratings of the SDI across the four categories of: African female 
leaders, females, successful middle managers, and males. The first results analysed 
are those of respondents’ ratings of African female leaders in relation to destructive 
characteristics.  
 
Table 5.21 Ratings of African female leaders on Destructive characteristics 
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M SD 
1 17 Devious 17.80% 16.80% 40.60% 16.80% 7.90% 2.80 1.158 
2 38 Vulgar 40.00% 13.00% 30.00% 11.00% 6.00% 2.30 1.267 
3 40 Aggressive 25.70% 14.90% 27.70% 24.80% 6.90% 2.72 1.282 
4 83 Deceitful 24.20% 20.20% 38.40% 8.10% 9.10% 2.58 1.205 
5 85 Bitter 23.80% 24.80% 29.70% 14.90% 6.90% 2.56 1.203 
6 88 Selfish 27.70% 10.90% 41.60% 13.90% 5.90% 2.59 1.201 
 
In terms of the first dimension of Destructive characteristics for African female 
leaders, namely being devious, 17.8% of respondents were of the perception that it 
is not a characteristic of African female leaders, while 16.8% of respondents felt that 
being devious is somewhat uncharacteristic of African female leaders. A total of 40% 
of respondents indicated that being devious is neither characteristic nor 
uncharacteristic of African female leaders, in other words, this category of 
respondents was undecided. However, 16.8% of respondents considered being 
devious as somewhat characteristic of African female leaders, while 7.9% of 
respondents considered being devious characteristic of African female leaders. In 
sum, 34.6% (17.8 + 16.8) were of the view that being devious is not a characteristic 
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of African female leaders, while, in total, 24.7% (16.8 + 7.9) were of the perception 
that being devious is a characteristic of African female leaders. The high number of 
respondents who indicated that being devious is not a characteristic of African 
female leaders is an indication that African female leaders are not perceived as 
devious in their leadership approach. This perception was supported by the low 
mean score low (2.80   1.158). 
 
The second characteristic considered for African female leaders was that of being 
vulgar. The results indicated that, in terms of this destructive characteristic, 40% of 
respondents felt that being vulgar is not characteristic of African female leaders, and 
13% of respondents felt that being vulgar is somewhat uncharacteristic of African 
female leaders. A total of 30% of respondents indicated that being vulgar is neither 
characteristic nor uncharacteristic of African female leaders, and, thus, were 
undecided. On the contrary, 11% felt that being vulgar is somewhat characteristic of 
African female leaders, and 6% felt that being vulgar is characteristic of African 
female leaders. In sum, 53% (40 + 13) were of the view that being vulgar is not a 
characteristic of African female leaders, while 17% (11 + 6) held the perception that 
being vulgar is a characteristic of African female leaders. The high number of 
respondents indicating that being vulgar is not a characteristic of African female 
leaders is an indication that African female leaders are not perceived as vulgar. This 
perception is further supported by the low mean score (2.30  1.267).  
 
The third characteristic considered for African female leaders was that of being 
aggressive. The results indicated that, in terms of this destructive characteristic, 
25.7% of respondents felt that being aggressive is not characteristic of African 
female leaders, and 14.9% of respondents felt that being aggressive is somewhat 
uncharacteristic of African female leaders. A total of 27.7% of respondents indicated 
that being aggressive is neither characteristic nor uncharacteristic of African female 
leaders and were thus undecided. On the contrary, 24.8% felt that being aggressive 
is somewhat characteristic of African female leaders, and 6.9% felt that being 
aggressive is characteristic of African female leaders. In sum, 40.6% (25.7 + 14.9) 
were of the view that being aggressive is not a characteristic of African female 
leaders, while 31.7% (24.8 + 6.9) held the perception that being aggressive is a 
characteristic of African female leaders. The higher number of respondents who 
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indicated that being aggressive is not a characteristic of African female leaders is 
an indication that African female leaders are not perceived as aggressive. This 
perception was further supported by the low mean score (2.72  1.282).  
 
The fourth characteristic considered for African female leaders was that of being 
deceitful. The results indicated that, in terms of this destructive characteristic, 24.2% 
of respondents felt that being deceitful is not characteristic of African female leaders, 
and 20.2% of respondents felt that being deceitful is somewhat uncharacteristic of 
African female leaders. A total of 38.4% of respondents indicated that being deceitful 
is neither characteristic nor uncharacteristic of African female leaders, and thus were 
undecided. On the opposite end of the scale, 8.1% felt that being deceitful is 
somewhat characteristic of African female leaders, and 9.1% felt that being deceitful 
is characteristic of African female leaders. In sum, 44.4% (24.2 + 20.2) were of the 
view that being deceitful is not a characteristic of African female leaders, while 
17.2% (8.1 + 9.1) held the perception that being deceitful is a characteristic of 
African female leaders. The higher number of respondents who indicated that being 
deceitful is not a characteristic of African female leaders is an indication that African 
female leaders are not perceived as deceitful. This perception was supported by the 
low mean score (2.58  1.205).  
 
The fifth characteristic considered for African female leaders was that of being bitter. 
The results indicated that, in terms of this destructive characteristic, 23.8% of 
respondents felt that being bitter is not characteristic of African female leaders, and 
24.8% of respondents felt that being bitter is somewhat uncharacteristic of African 
female leaders. A total of 29.7% of respondents indicated that being bitter is neither 
characteristic nor uncharacteristic of African female leaders and were thus 
undecided. On the contrary, 14.9% felt that being bitter is somewhat characteristic 
of African female leaders, and 6.9% felt that being bitter is characteristic of African 
female leaders. In sum, 48.6% (23.8 + 24.8) were of the view that being bitter is not 
characteristic of African female leaders, while 21.8% (14.9 + 6.9) held the 
perception that being bitter is a characteristic of African female leaders. The high 
number of respondents who indicated that being bitter is not characteristic of African 
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female leaders is an indication that African female leaders are not perceived as 
bitter. This perception was supported by the low mean score (2.56 1.203).  
 
The sixth and final characteristic considered for African female leaders was that of 
being selfish. The results indicated that, in terms of this destructive characteristic, 
27.7% of respondents felt that being selfish is not characteristic of African female 
leaders, and 10.9% of respondents felt that being selfish is somewhat 
uncharacteristic of African female leaders. A total of 41.6% of respondents indicated 
that being selfish is neither characteristic nor uncharacteristic of African female 
leaders and were therefore considered undecided. However, 13.9% felt that being 
selfish is somewhat characteristic of African female leaders, and 5.9% felt that being 
selfish is characteristic of African female leaders. In sum, 38.6% (27.7 + 10.9) were 
of the view that being selfish is not a characteristic of African female leaders, while 
19.8% (13.9 + 5.9) held the perception that being selfish is a characteristic of African 
female leaders. The high number of respondents indicating that being selfish is not 
a characteristic of African female leaders is an indication that African female leaders 
are not perceived as selfish. This perception was supported by the low mean score 
(2.59  1.201). The following table indicates respondents’ perceptions of females 
in relation to the destructive characteristics. 
 
Table 5. 22 Ratings of Females on Destructive characteristics 
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M SD 
1 17 Devious 7.50% 19.40% 41.90% 18.30% 12.90% 3.10 1.094 
2 38 Vulgar 33.30% 20.40% 31.20% 9.70% 5.40% 2.33 1.192 
3 40 Aggressive 17.00% 21.30% 34.00% 20.20% 7.40% 2.80 1.169 
4 83 Deceitful 9.60% 20.20% 45.70% 13.80% 10.60% 2.96 1.077 
5 85 Bitter 12.80% 18.10% 44.70% 13.80% 10.60% 2.91 1.123 
6 88 Selfish 16.10% 19.40% 40.90% 12.90% 10.80% 2.83 1.176 
 
In terms of the first dimension of Destructive characteristics for females, namely 
being devious, 7.5% of respondents were of the opinion that it is not a characteristic 
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of females, while 19.4% of respondents felt that being devious is somewhat 
uncharacteristic of males. A total of 41.9% of respondents indicated that being 
devious is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 18.3% of respondents 
considered being devious as somewhat characteristic of females, while 12.9% of 
respondents considered being devious a characteristic of males. In sum, 26.9% 
(7.5 + 19.4) were of the view that being devious is not a characteristic of females, 
while 31.2% (18.3 + 12.9) held the perception that being devious is a characteristic 
of males. The high number of respondents who indicated that being devious is 
characteristic of females is an indication that females are perceived as devious. This 
perspective is supported by the mean score being moderately high (3.1  1.094). 
 
The second characteristic considered for females was that of being vulgar. The 
results indicated that, in terms of this destructive characteristic, 33.3% of 
respondents felt that being vulgar is not characteristic of females, and 20.4% of 
respondents felt that being vulgar is somewhat uncharacteristic of males. A total of 
31.2% of respondents indicated that being vulgar is neither characteristic nor 
uncharacteristic of females and were thus undecided. On the contrary, 9.7% felt that 
being vulgar is somewhat characteristic of females, and 5.4% felt that being vulgar 
is characteristic of males. In sum, 53.7% (33.3 + 20.4) were of the view that being 
vulgar is not a characteristic of females, while 15.1% (9.7 + 5.4) were of the 
perception that being vulgar is a characteristic of males. The high number of 
respondents claiming that being vulgar is not a characteristic of females is an 
indication that females are not perceived as vulgar. This perspective is supported 
by the mean score being low (2.33  1.192). 
 
The third characteristic considered for females was that of being aggressive. The 
results indicated that, in terms of this destructive characteristic, 17% of respondents 
felt that being aggressive is not characteristic of females, and 21.3% of respondents 
felt that being aggressive is somewhat uncharacteristic of males. A total of 31.2% of 
respondents indicated that being aggressive is neither characteristic nor 
uncharacteristic of females, and thus were undecided. On the contrary 9.7% felt that 
being aggressive is somewhat characteristic of females, and 5.4% felt that being 
aggressive is characteristic of males. In sum, 38.3% (17 + 21.3) were of the view 
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that being aggressive is not a characteristic of females, while 15.1% (9.7 + 5.4) held 
the perception that being aggressive is a characteristic of males. The higher number 
of respondents claiming that being aggressive is not a characteristic of females is 
an indication that females are not perceived as aggressive. This perspective is 
supported by the low mean score (2.33  1.192). 
 
The fourth characteristic considered for females is that of being deceitful. The results 
indicated that, in terms of this destructive characteristic, 9.6% of respondents felt 
that being deceitful is not characteristic of females, and 20.2% of respondents felt 
that being deceitful is somewhat uncharacteristic of males. A total of 45.7% of 
respondents indicated that being deceitful is neither characteristic nor 
uncharacteristic of females and were thus undecided. On the opposite end of the 
scale, 13.8% felt that being deceitful is somewhat characteristic of females, and 
10.6% felt that being deceitful is characteristic of males. In sum, 29.8% (9.6 + 20.2) 
were of the view that being deceitful is not a characteristic of females, while 24.4% 
(13.8 + 10.6) were of the view that being deceitful is a characteristic of males. The 
higher number of respondents claiming that being deceitful is not a characteristic of 
females is an indication that females are not perceived as deceitful. This perspective 
is supported by the low mean score (2.96  1.077). 
 
The fifth characteristic considered for females was that of being bitter. The results 
indicate that, in terms of this destructive characteristic, 12.8% of respondents felt 
that being bitter was not characteristic of females, and 18.1% of respondents felt 
that being bitter is somewhat uncharacteristic of males. A total of 44.7% of 
respondents indicated that being bitter is neither characteristic nor uncharacteristic 
of females and were therefore considered undecided. On the contrary, 13.8% felt 
that being bitter is somewhat characteristic of females, and 10.6% felt that being 
bitter is characteristic of males. In sum, 30.9% (12.8 + 18.1) were of the view that 
being bitter is not a characteristic of females, while 24.4% (13.8 + 10.6) held the 
perception that being bitter is a characteristic of males. The higher number of 
respondents claiming that being bitter is not a characteristic of females is an 
indication that females are not perceived as bitter. This perspective is supported by 
the low mean score (2.91  1.123). 
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The sixth and final characteristic considered for females was that of being selfish. 
The results indicated that, in terms of this destructive characteristic, 16.1% of 
respondents felt that being selfish is not characteristic of females, and 19.4% of 
respondents felt that being selfish is somewhat uncharacteristic. A total of 40.9% of 
respondents indicated that being selfish is neither characteristic nor uncharacteristic 
of females and were thus considered undecided. However, 12.9% felt that being 
selfish is somewhat characteristic of males. and 10.8% felt that being selfish is 
characteristic of males. In sum, 35.5% (16.1 + 19.4) were of the view that being 
selfish is not a characteristic of females, while 23.7% (12.9 + 10.8) were of the view 
that being selfish is a characteristic of males. The high number of respondents 
indicating that being selfish is not a characteristic of females is an indication that 
females are not perceived as selfish. This perspective is supported by the low mean 
score (2.83  1.176). The following table shows the perceptions held by 
respondents of successful middle managers in relation to the destructive 
characteristics.  
 
Table 5.23 Ratings of Successful middle managers on Destructive 
characteristics   
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M SD 
1 17 Devious 47.20% 9.80% 24.40% 12.20% 6.50% 2.21 1.326 
2 38 Vulgar 56.60% 18.00% 16.40% 4.90% 4.10% 1.82 1.128 
3 40 Aggressive 32.50% 26.80% 22.80% 13.00% 4.90% 2.31 1.195 
4 83 Deceitful 51.60% 11.50% 16.40% 10.70% 9.80% 2.16 1.408 
5 85 Bitter 59.80% 18.00% 12.30% 4.10% 5.70% 1.78 1.168 
6 88 Selfish 53.70% 17.10% 15.40% 9.80% 4.10% 1.93 1.206 
 
In terms of the first dimension of Destructive characteristics, namely being devious, 
47.2% of respondents held the perception that it is not a characteristic of successful 
middle managers, while 9.8% of respondents felt that being devious is somewhat 
uncharacteristic of successful middle managers. A total of 24.4% of respondents 
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indicated that being devious is neither characteristic nor uncharacteristic of 
successful middle managers. In other words, this category of respondents was 
undecided. However, 12.2% of respondents considered being devious as somewhat 
characteristic of successful middle managers, while 6.5% of respondents 
considered being devious a characteristic of successful middle managers. In sum, 
57% (47.2 + 9.8) were of the view that being devious is not a characteristic of 
successful middle managers, while 18.7% (12.2 + 6.5) were of the view that being 
devious is a characteristic of successful middle managers. The high number of 
respondents indicating that being devious is not a characteristic of successful middle 
managers is an indication that successful middle managers as not perceive as 
devious. This perspective is supported by the low mean score (2.21  1.326). 
 
The second characteristic considered for successful middle managers was that of 
being vulgar. The results indicated that, in terms of this destructive characteristic, 
56.6% of respondents felt that being vulgar is not characteristic of successful middle 
managers, and 18% of respondents felt that being vulgar is somewhat 
uncharacteristic of successful middle managers. A total of 16.4% of respondents 
indicated that being vulgar is neither characteristic nor uncharacteristic of successful 
middle managers, and thus were undecided. On the contrary, 4.9% felt that being 
vulgar is somewhat characteristic of successful middle managers, and 4.1% felt that 
being vulgar is characteristic of successful middle managers. In sum, 74.6% 
(56.6 + 18) were of the view that being vulgar is not a characteristic of successful 
middle managers, while 9% (4.9 + 4.1) held the perception that being vulgar is a 
characteristic of successful middle managers. The high number of respondents 
indicating that being vulgar is not a characteristic of successful middle managers is 
an indication that successful middle managers as not perceived as vulgar. This 
perspective is supported by the low mean score of 1.82  1.128. 
 
The third characteristic considered for successful middle managers was that of 
being aggressive. The results indicated that, in terms of this destructive 
characteristic, 32.5% of respondents felt that being aggressive is not characteristic 
of successful middle managers, and 26.8% of respondents felt that being aggressive 
is somewhat uncharacteristic of successful middle managers. A total of 22.8% of 
respondents indicated that being aggressive is neither characteristic nor 
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uncharacteristic of successful middle managers, and thus were undecided. On the 
contrary, 13% felt that being aggressive is somewhat characteristic of successful 
middle managers, and 4.9% felt that being aggressive is characteristic of successful 
middle managers. In sum, 59.3% (32.5 + 26.8) were of the view that being 
aggressive is not a characteristic of successful middle managers, while 17.9% 
(13 + 4.9) were of the view that being aggressive is a characteristic of successful 
middle managers. The higher number of respondents claiming that being aggressive 
is not a characteristic of successful middle managers is an indication that successful 
middle managers are not perceived as aggressive. This perspective is supported by 
the low mean score of 2.31  1.195.  
 
The fourth characteristic considered for successful middle managers was that of 
being deceitful. The results indicate that, in terms of this destructive characteristic, 
51.6% of respondents felt that being deceitful is not characteristic of successful 
middle managers, and 11.5% of respondents felt that being deceitful is somewhat 
uncharacteristic of successful middle managers. A total of 16.4% of respondents 
indicated that being deceitful is neither characteristic nor uncharacteristic of 
successful middle managers, and thus were considered undecided. On the opposite 
end of the scale, 10.7% felt that being deceitful is somewhat characteristic of 
successful middle managers, and 9.8% felt that being deceitful is characteristic of 
successful middle managers. In sum, 63.1% (51.6 + 11.5) were of the view that 
being deceitful is not a characteristic of successful middle managers, while 20.5% 
(10.7 + 9.8) were of the view that being deceitful is a characteristic of successful 
middle managers. The higher number of respondents claiming that being deceitful 
is not a characteristic of successful middle managers is an indication that successful 
middle managers are not perceived as deceitful. This perspective is supported by 
the low mean score of 2.16  1.408. 
 
The fifth characteristic considered for successful middle managers was that of being 
bitter. The results indicated that, in terms of this destructive characteristic, 59.8% of 
respondents felt that being bitter is not characteristic of successful middle managers, 
and 18% of respondents felt that being bitter is somewhat uncharacteristic of 
successful middle managers. A total of 12.3% of respondents indicated that being 
bitter is neither characteristic nor uncharacteristic of successful middle managers 
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and were thus considered undecided. On the contrary, 4.1% felt that being bitter is 
somewhat characteristic of successful middle managers, and 5.7% felt that being 
bitter is characteristic of successful middle managers. In sum, 77.8% (59.8 + 18) 
were of the view that being bitter is not a characteristic of successful middle 
managers, while 9.8% (4.1 + 5.7) were of the view that being bitter is a characteristic 
of successful middle managers. The high number of respondents claiming that being 
bitter is not a characteristic of successful middle managers is an indication that 
successful middle managers are not perceived as bitter. This perspective is 
supported by the low mean score of 1.78  1.168. 
 
The sixth and final characteristic considered for successful middle managers was 
that of being selfish.  The results indicated that, in terms of this destructive 
characteristic, 53.7% of respondents felt that being selfish is not characteristic of 
successful middle managers, and 17.1% of respondents felt that being selfish is 
somewhat uncharacteristic of successful middle managers. A total of 15.4% of 
respondents indicated that being selfish is neither characteristic nor uncharacteristic 
of successful middle managers and were thus considered undecided. However, 
9.8% felt that being selfish is somewhat characteristic of successful middle 
managers, and 4.1% felt that being selfish is characteristic of successful middle 
managers. In sum, 70.8% (53.7 + 17.1) were of the view that being selfish is not a 
characteristic of successful middle managers, while 13.9% (9.8 + 4.1) were of the 
view that being selfish is a characteristic of successful middle managers. The high 
number of respondents indicating that being selfish is not a characteristic of 
successful middle managers is an indication that successful middle managers are 
perceived as selfish. This perspective is supported by the mean score of 
1.93  1.206. The following table indicates respondents’ perceptions of males in 
relation to the destructive characteristics. 
 
 
 
 
 
 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
168 
 
Table 5.24 Ratings of Males on Destructive characteristics 
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M SD 
1 17 Devious 10.60% 18.10% 43.60% 17.00% 10.60% 2.99 1.102 
2 38 Vulgar 12.60% 12.60% 32.60% 24.20% 17.90% 3.22 1.248 
3 40 Aggressive 2.10% 12.60% 31.60% 33.70% 20.00% 3.57 1.017 
4 83 Deceitful 14.40% 22.70% 39.20% 14.40% 9.30% 2.81 1.140 
5 85 Bitter 15.50% 16.50% 41.20% 15.50% 11.30% 2.91 1.182 
6 88 Selfish 17.50% 12.40% 38.10% 21.60% 10.30% 2.95 1.211 
 
In terms of the first dimension of Destructive characteristics for males, namely being 
devious, 10.6% of respondents held the perception that it is not a characteristic of 
males, while 18.1% of respondents felt that being devious is somewhat 
uncharacteristic of males. A total of 43.6% of respondents indicated that being 
devious is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 17% of respondents considered 
being devious as somewhat characteristic of males, while 10.6% of respondents 
considered being devious as a characteristic of males. In sum, 28.7% (10.6 + 18.1) 
were of the view that being devious is not a characteristic of males, while 27.6% 
(17 + 10.6) held the perception that being devious was a characteristic of males. 
There seems to be a slight difference in the number of respondents who claimed 
that being devious was not a characteristic of males and those who noted that being 
devious is a characteristic of males. This perspective is supported by the moderate 
mean score of 2.99  1.102, which reflects polarized views of respondents 
regarding this characteristic.  
 
The second characteristic considered for males is that of being vulgar. The results 
indicated that, in terms of this destructive characteristic, 12.6% of respondents felt 
that being vulgar is not characteristic of males, and 12.6% of respondents felt that 
being vulgar is somewhat uncharacteristic of males. A total of 32.6% of respondents 
indicated that being vulgar is neither characteristic nor uncharacteristic of males and 
were thus considered undecided. On the contrary, 24.2% felt that being vulgar is 
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somewhat characteristic of males, and 17.9% felt that being vulgar is characteristic 
of males. In sum, 25.2% (12.6 + 12.6) were of the view that being vulgar is not a 
characteristic of males, while 42.1% (24.2 + 17.9) were of the view that being vulgar 
is a characteristic of males. The high number of respondents indicating that being 
vulgar is a characteristic of males is an indication that males tend to be perceived 
as vulgar. This perspective is supported by the moderately high mean score of 
3.22  1.248. 
 
The third characteristic considered for males was that of being aggressive. The 
results indicated that, in terms of this destructive characteristic, 2.1% of respondents 
felt that being aggressive is not characteristic of males, and 12.6% of respondents 
felt that being aggressive is somewhat uncharacteristic of males. A total of 31.6% of 
respondents indicated that being aggressive is neither characteristic nor 
uncharacteristic of males, and thus were considered undecided. On the contrary, 
33.7% felt that being aggressive is somewhat characteristic of males, and 20% felt 
that being aggressive is characteristic of males. In sum, 14.7% (2.1 + 12.6) were of 
the view that being aggressive is not characteristic of males, while 53.7% (33.7 + 20) 
were of the view that being aggressive is a characteristic of males. The higher 
number of respondents indicating that being aggressive is characteristic of males is 
an indication that males are perceived as aggressive. This perspective is supported 
by the high mean score of 3.57  1.017. 
 
The fourth characteristic considered for males was that of being deceitful. The 
results indicated that, in terms of this destructive characteristic, 14.4% of 
respondents felt that being deceitful is not characteristic of males, and 22.7% of 
respondents felt that being deceitful is somewhat uncharacteristic of males. A total 
of 39.2% of respondents indicated that being deceitful was neither characteristic nor 
uncharacteristic of males, and, thus, were undecided. On the opposite end of the 
scale, 14.4% felt that being deceitful is somewhat characteristic of males, and 9.3% 
felt that being deceitful is characteristic of males. In sum, 37.1% (14.4 + 22.7) were 
of the view that being deceitful is not a characteristic of males, while 23.7% 
(14.4 + 9.3) were of the view that being deceitful is a characteristic of males. The 
higher number of respondents indicating that being deceitful is not a characteristic 
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of males is an indication that males are not perceived as deceitful. This perspective 
is supported by the low mean score of 2.81  1.140.  
 
The fifth characteristic considered for males was that of being bitter. The results 
indicated that, in terms of this destructive characteristic, 15.5% of respondents felt 
that being bitter is not characteristic of males, and 16.5% of respondents felt that 
being bitter is somewhat uncharacteristic of males. A total of 41.2% of respondents 
indicated that being bitter is neither characteristic nor uncharacteristic of males, and, 
thus, were considered undecided. On the contrary, 15.5% felt that being bitter was 
somewhat characteristic of males, and 11.3% felt that being bitter is characteristic 
of males. In sum, 32% (15.5 + 16.5) were of the view that being bitter is not 
characteristic of males, while 26.8% (15.5 + 11.3) were of the view that being bitter 
is a characteristic of males. The high number of respondents indicating that being 
bitter is not a characteristic of males is an indication that males are not perceived as 
bitter. This perspective is supported by the low mean score of 2.91  1.182.  
 
The sixth and final characteristic considered for males is that of being selfish. The 
results indicated that, in terms of this destructive characteristic, 17.5% of 
respondents felt that being selfish is not characteristic of males, and 12.4% of 
respondents felt that being selfish is somewhat uncharacteristic of males. A total of 
38.1% of respondents indicated that being selfish is neither characteristic nor 
uncharacteristic of males, and thus were considered undecided. However, 21.6% 
felt that being selfish is somewhat characteristic of males, and 10.3% felt that being 
selfish is characteristic of males. In sum, 29.9% (17.5 + 12.4) were of the view that 
being selfish is not a characteristic of males, while 31.9% (21.6 + 10.3) were of the 
view that being selfish is a characteristic of males. There was a slight difference in 
the number of respondents who indicated that being selfish is not a characteristic of 
males and those who noted that being selfish is a characteristic of males. This 
perspective is supported by the low mean score of 2.95  1.211, which reflected 
polarized perspectives of respondents regarding this characteristic.  
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5.5.2 Withdrawal Characteristics 
 
The Withdrawal characteristics factor is composed of three characteristics; the 
following section reviews the feedback from participants on ratings of the SDI across 
the four rating categories: African female leaders, Females, Successful middle 
managers, and Males. The first results reported are those for respondents’ ratings of 
African female leaders in relation to withdrawal characteristics.  
 
Table 5.25 Ratings of African female leaders on Withdrawal characteristics 
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M SD 
1 49 Shy 23.00% 14.00% 34.00% 20.00% 9.00% 2.78 1.260 
2 70 Nervous 12.00% 21.00% 38.00% 19.00% 10.00% 2.94 1.135 
3 89 Demure 11.00% 13.00% 51.00% 18.00% 7.00% 2.97 1.020 
 
In terms of the first dimension of Withdrawal characteristics for African female 
leaders, namely being shy, 23% of respondents were of the view that it is not a 
characteristic of African female leaders, while 14% of respondents felt that being 
shy is somewhat uncharacteristic of African female leaders. A total of 34% of 
respondents indicated that being shy is neither characteristic nor uncharacteristic of 
African female leaders. In other words, this category of respondents was undecided. 
However, 20% of respondents considered being shy as somewhat characteristic of 
African female leaders, while 9% of respondents considered being shy as a 
characteristic of African female leaders. In sum, 37% (23 + 14) were of the view that 
being shy is not a characteristic of African female leaders, while 29% (20 + 9) were 
of the view that being shy is a characteristic of African female leaders. The high 
number of respondents indicating that being shy is not a characteristic of African 
female leaders is an indication that African female leaders are not perceived as shy. 
This perspective is supported by the low mean score of 2.78  1.260.     
 
In terms of the second characteristic of Withdrawal characteristics for African female 
leaders, namely being nervous, 12% of respondents were of the view that it is not a 
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characteristic of African female leaders, while 21% of respondents felt that being 
nervous is somewhat uncharacteristic of African female leaders. A total of 38% of 
respondents indicated that being nervous is neither characteristic nor 
uncharacteristic of African female leaders; in other words, this category of 
respondents was undecided. However, 19% of respondents considered being 
nervous as somewhat characteristic of African female leaders, while 10% of 
respondents considered being nervous a characteristic of African female leaders. In 
sum, 33% (12 + 21) were of the view that being nervous is not a characteristic of 
African female leaders, while 29% (19 + 10) were of the view that being nervous is 
a characteristic of African female leaders. The high number of respondents 
indicating that being nervous is not a characteristic of African female leaders is an 
indication that African female leaders are not perceived as nervous. This perspective 
is supported by the low mean score of 2.94  1.135.     
 
Regarding the final characteristic of Withdrawal characteristics for African female 
leaders, being demure, 11% of respondents were of the view that it is not a 
characteristic of African female leaders, while 13% of respondents felt that being 
demure is somewhat uncharacteristic of African female leaders. A total of 51% of 
respondents indicated that being demure is neither characteristic nor 
uncharacteristic of African female leaders; in other words, this category of 
respondents was undecided. However, 18% of respondents considered being 
demure somewhat characteristic of African female leaders, while 7% of respondents 
considered being demure a characteristic of African female leaders. In sum, 24% 
(11 + 13) were of the view that being demure is not a characteristic of African female 
leaders, while 25% (18 + 7) were of the view that being demure is a characteristic 
of African female leaders. The high number of respondents claiming that being 
demure is not a characteristic of African female leaders is an indication that African 
female leaders are not perceived as demure. There seems to be a slight difference 
in the number of respondents who claimed that being demure is not a characteristic 
of African female leaders and those who noted that being demure is a characteristic 
of African female leaders. This was further supported by the low mean score of 
2.97  1.020, which can be considered as moderate if rounded off, which reflects 
polarized views of respondents on this characteristic.    
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Table 5.26 Ratings of Females on Withdrawal characteristics 
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M SD 
1 49 Shy 8.70% 7.60% 47.80% 27.20% 8.70% 3.20 1.008 
2 70 Nervous 6.50% 14.00% 49.50% 19.40% 10.80% 3.14 1.006 
3 89 Demure 7.60% 9.80% 52.20% 17.40% 13.00% 3.18 1.037 
 
In terms of the first dimension of Withdrawal characteristic for females, namely being 
shy, 8.7% of respondents were of the view that it is not a characteristic of females, 
while 7.6% of respondents felt that being shy is somewhat uncharacteristic of males. 
A total of 47.8% of respondents indicated that being shy is neither characteristic nor 
uncharacteristic of males. In other words, this category of respondents was 
undecided. However, 27.2% of respondents considered being shy as somewhat 
characteristic of females, while 8.7% of respondents considered being shy as a 
characteristic of males. In sum, 16.3% (8.7 + 7.6) were of the view that being shy is 
not a characteristic of females, while 35.9% (27.2 + 8.7) were of the view that being 
shy is a characteristic of males. The high number of respondents indicating that 
being shy is a characteristic of females is an indication that females are perceived 
as shy. This perspective is supported to by the moderately high mean score of 
3.2  1.008. 
 
In terms of the second dimension of Withdrawal characteristic for females, namely 
being nervous, 6.5% of respondents were of the view that it is not a characteristic of 
females, while 14% of respondents felt that being nervous is somewhat 
uncharacteristic of males. A total of 49.5% of respondents indicated that being 
nervous is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 19.4% of respondents 
considered being nervous as somewhat characteristic of females, while 10.8% of 
respondents considered being nervous as a characteristic of males. In sum, 20.5% 
(6.5 + 14) were of the view that being nervous is not a characteristic of females, 
while 30.2% (19.4 + 10.8) were of the view that being nervous is a characteristic of 
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males. The high number of respondents indicating that being nervous is a 
characteristic of females is an indication that females are perceived as nervous. This 
perspective is supported by the mean score being moderately high at 3.14  1.006.   
 
Regarding the final characteristic of Withdrawal items for females, namely being 
demure, 7.6% of respondents were of the view that it is not a characteristic of 
females, while 9.8% of respondents felt that being demure is somewhat 
uncharacteristic of males. A total of 52.2% of respondents indicated that being 
demure is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 17.4% of respondents 
considered being demure as somewhat characteristic of females, while 13% of 
respondents considered being demure a characteristic of males. In sum, 17.4% 
(7.6 + 9.8) were of the view that being demure is not a characteristic of females, 
while 30.4% (17.4 + 13) were of the view that being demure is a characteristic of 
males. The high number of respondents indicating that being demure is a 
characteristic of females is an indication that females are perceived as demure. This 
perspective is supported by the moderately high mean score of 3.18  1.037. The 
following table reports respondents’ perceptions of successful middle managers in 
relation to the withdrawal characteristics.  
 
Table 5.27 Ratings of Successful middle managers on Withdrawal 
characteristics 
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M SD 
1 49 Shy 26.80% 24.40% 30.10% 13.00% 5.70% 2.46 1.182 
2 70 Nervous 29.50% 26.20% 28.70% 12.30% 3.30% 2.34 1.125 
3 89 Demure 22.30% 14.00% 44.60% 11.60% 7.40% 2.68 1.163 
 
In terms of the first dimension of Withdrawal characteristics for successful middle 
managers, namely being shy, 26.8% of respondents were of the view that it is not a 
characteristic of successful middle managers, while 24.4% of respondents felt that 
being shy is somewhat uncharacteristic of successful middle managers. A total of 
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30.1% of respondents indicated that being shy is neither characteristic nor 
uncharacteristic of successful middle managers. In other words, this category of 
respondents was undecided. However, 13% of respondents considered being shy as 
somewhat characteristic of successful middle managers, while 5.7% of respondents 
considered being shy as a characteristic of successful middle managers. In sum, 
51.2% (26.8 + 24.4) were of the view that being shy is not a characteristic of 
successful middle managers, while 18.6% (13 + 5.6) were of the view that being shy 
is a characteristic of successful middle managers. The high number of respondents 
indicating that being shy is not a characteristic of successful middle managers is an 
indication that successful middle managers are not perceived as shy. This 
perspective is supported by the mean score being low, at 2.46  1.182.   
 
In terms of the second characteristic of Withdrawal items for successful middle 
managers, namely being nervous, 29.5% of respondents were of the view that it is 
not a characteristic of successful middle managers, while 26.2% of respondents felt 
that being nervous is somewhat uncharacteristic of successful middle managers. A 
total of 28.7% of respondents indicated that being nervous is neither characteristic 
nor uncharacteristic of successful middle managers. In other words, this category of 
respondents was undecided. However, 12.3% of respondents considered being 
nervous as somewhat characteristic of successful middle managers, while 3.3% of 
respondents considered being nervous as a characteristic of successful middle 
managers. In sum, 55.7% (29.5 + 26.2) were of the view that being nervous is not a 
characteristic of successful middle managers, while 15.6% (12.3 + 3.3) were of the 
view that being nervous is a characteristic of successful middle managers. The high 
number of respondents indicating that being nervous is not a characteristic of 
successful middle managers is an indication that successful middle managers are 
not perceived as nervous. This perspective is supported by the mean score being 
low, at 2.34  1.125.     
 
Regarding the final characteristic in Withdrawal items for successful middle 
managers, namely being demure, 22.3% of respondents were of the view that it is 
not a characteristic of successful middle managers, while 14% of respondents felt 
that being demure is somewhat uncharacteristic of successful middle managers. A 
total of 44.6% of respondents indicated that being demure is neither characteristic 
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nor uncharacteristic of successful middle managers. In other words, this category of 
respondents was undecided. However, 11.6% of respondents considered being 
demure as somewhat characteristic of successful middle managers, while 7.4% of 
respondents considered being demure as a characteristic of successful middle 
managers. In sum, 36.3% (22.3 + 14) were of the view that being demure is not a 
characteristic of successful middle managers, while 19% (11.6 + 7.4) were of the 
view that being demure is a characteristic of successful middle managers. The high 
number of respondents indicating that being demure is not a characteristic of 
successful middle managers is an indication that successful middle managers are 
not perceived as demure. This perspective is supported by the low mean score of 
2.68  1.163. The following table reports respondents’ perception of males in 
relation to Withdrawal characteristics.  
 
Table 5.28 Ratings of Males on Withdrawal characteristics 
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M SD 
1 49 Shy 11.30% 25.80% 35.10% 18.60% 9.30% 2.89 1.126 
2 70 Nervous 10.50% 28.40% 32.60% 25.30% 3.20% 2.82 1.031 
3 89 Demure 11.60% 14.70% 52.60% 14.70% 6.30% 2.89 1.005 
 
In terms of the first dimension of Withdrawal characteristics for males, namely being 
shy, 11.3% of respondents were of the view that it is not a characteristic of males, 
while 25.8% of respondents felt that being shy is somewhat uncharacteristic of 
males. A total of 35.1% of respondents indicated that being shy is neither 
characteristic nor uncharacteristic of males. In other words, this category of 
respondents was undecided. However, 18.6% of respondents considered being shy 
as somewhat characteristic of males, while 9.3% of respondents considered being 
shy as a characteristic of males. In sum, 37.1% (11.3 + 25.8) were of the view that 
being shy is not a characteristic of males, while 27.9% (18.6 + 9.3) were of the view 
that being shy is a characteristic of males. The high number of respondents 
indicating that being shy is not a characteristic of males is an indication that males 
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are not perceived as shy. This perspective is supported by the low mean score of 
2.89  1.126. 
 
In terms of the second dimension of Withdrawal items for males, namely being 
nervous, 10.5% of respondents were of the view that it is not a characteristic of 
males, while 28.4% of respondents felt that being nervous is somewhat 
uncharacteristic of males. A total of 32.6% of respondents indicated that being 
nervous is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 25.3% of respondents 
considered being nervous as somewhat characteristic of males, while 3.2% of 
respondents considered being nervous as a characteristic of males. In sum, 38.9% 
(10.5 + 28.4) were of the view that being nervous is not a characteristic of males, 
while 28.5% (25.3 + 3.2) were of the view that being nervous is a characteristic of 
males. The high number of respondents indicating that being nervous is not a 
characteristic of males is an indication that males are not perceived as nervous. This 
perspective is supported by the low mean score of 2.82  1.031.    
 
Regarding the final characteristic of Withdrawal items for males, namely being 
demure, 11.6% of respondents were of the view that it is not a characteristic of males, 
while 14.7% of respondents felt that being demure is somewhat uncharacteristic of 
males. A total of 52.6% of respondents indicated that being demure is neither 
characteristic nor uncharacteristic of males. In other words, this category of 
respondents was undecided. However, 14.7% of respondents considered being 
demure as somewhat characteristic of males, while 6.3% of respondents considered 
being demure as a characteristic of males. In sum, 26.3% (11.6 + 14.7) were of the 
view that being demure is not a characteristic of males, while 21% (14.7 + 6.3) were 
of the view that being demure is a characteristic of males. The high number of 
respondents indicating that being demure is not a characteristic of males is an 
indication that males are not perceived as demure. This perspective is supported by 
the mean score being low, 2.89  1.005. Having concluded the review of withdrawal 
characteristics, the following section explores perceptions of respondents regarding 
intrapersonal capabilities. 
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5.5.3 Intrapersonal capabilities  
 
The Intrapersonal capabilities factor was composed of 23 characteristics. The 
following section reviews the feedback from participants on ratings of the SDI across 
the four rating categories: African female leaders, Females, Successful middle 
managers, and Males. The first results to be analysed are those of respondents’ 
ratings of African female leaders in relation to intrapersonal characteristics.  
 
Table 5.29 Ratings of African female leaders on Intrapersonal capabilities 
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M SD 
1 2 Consistent 5.00% 12.90% 27.70% 35.60% 18.80% 3.50 1.092 
2 7 Leadership ability 3.00% 9.10% 28.30% 42.40% 17.20% 3.62 .976 
3 22 Intelligent 0.00% 0.00% 25.70% 53.50% 20.80% 3.95 .684 
4 30 Analytical ability 6.00% 15.00% 26.00% 36.00% 17.00% 3.43 1.121 
5 
35 Able to separate 
feelings from ideas 
5.90% 11.90% 36.60% 28.70% 16.80% 3.39 1.086 
6 36 Competent 3.00% 5.00% 21.80% 42.60% 27.70% 3.87 .976 
7 47 Objective 2.00% 7.10% 34.30% 34.30% 22.20% 3.68 .967 
8 50 Firm 5.00% 9.00% 30.00% 36.00% 20.00% 3.57 1.066 
9 51 Prompt 4.00% 12.90% 30.70% 35.60% 16.80% 3.49 1.045 
10 
54 Knows the way of 
the world 
3.00% 9.00% 32.00% 38.00% 18.00% 3.59 .986 
11 58 Well informed 1.00% 5.00% 30.70% 42.60% 20.80% 3.77 .870 
12 61 Ambitious 5.00% 4.00% 20.80% 34.70% 35.60% 3.92 1.083 
13 
66 Desires 
responsibility 
3.00% 6.10% 28.30% 43.40% 19.20% 3.70 .952 
14 67 Self-controlled 3.00% 5.00% 32.70% 42.60% 16.80% 3.65 .921 
15 69 Decisive 2.00% 11.00% 33.00% 39.00% 15.00% 3.54 .947 
16 71 Direct 3.00% 8.90% 32.70% 37.60% 17.80% 3.58 .983 
17 74 Self-confident 0.00% 4.00% 24.80% 42.60% 28.70% 3.96 .836 
18 76 Steady 1.00% 8.90% 40.60% 34.70% 14.90% 3.53 .890 
19 77 Assertive 4.00% 8.90% 29.70% 38.60% 18.80% 3.59 1.022 
20 80 Tactful 4.00% 7.90% 31.70% 36.60% 19.80% 3.60 1.021 
21 86 Logical 5.10% 13.30% 32.70% 32.70% 16.30% 3.42 1.074 
22 
87 Skilled in business 
matters 
5.90% 8.90% 32.70% 33.70% 18.80% 3.50 1.083 
23 92 Self-reliant 2.00% 5.00% 30.70% 39.60% 22.80% 3.76 .929 
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In terms of the first dimension, namely being consistent, 5% of respondents were of 
the view that it is not a characteristic of African female leaders, while 12.9% of 
respondents felt that being consistent is somewhat uncharacteristic of African 
female leaders. A total of 27.7% of respondents indicated that being consistent is 
neither characteristic nor uncharacteristic of African female leaders. In other words, 
this category of respondents was undecided. However, 35.6% of respondents 
considered being consistent as somewhat characteristic of African female leaders, 
while 18.8% of respondents considered being consistent as a characteristic of 
African female leaders. In sum, 17.9% (5.0 + 12.9) were of the view that being 
consistent is not a characteristic of African female leaders, while 54.4% 
(35.6 + 18.8) were of the view that being consistent is a characteristic of African 
female leaders. The high number of respondents indicating that being consistent is 
a characteristic of African female leaders is an indication that African female leaders 
are perceived as consistent. This perspective is supported by a high mean score of 
3.50  1.09. 
 
The second characteristic considered for African female leaders was leadership 
ability. The results indicated that 3% of respondents felt that leadership ability is not 
characteristic of African female leaders, and 9.1% of respondents felt that leadership 
ability is somewhat uncharacteristic of African female leaders. A total of 28.3% of 
respondents indicated that leadership ability is neither characteristic nor 
uncharacteristic of African female leaders, and thus were considered undecided. On 
the contrary, 42.4% felt that leadership ability is somewhat characteristic of African 
female leaders, and 17.2% felt that leadership ability is characteristic of African 
female leaders. In sum, 12.1% (3 + 9.1) were of the view that leadership ability is 
not a characteristic of African female leaders, while 59.6% (42.4 + 17.2) were of the 
view that leadership ability is a characteristic of African female leaders. The high 
number of respondents indicating that leadership ability is a characteristic of African 
female leaders is an indication that African female leaders are perceived to have 
leadership abilities. This perspective is supported by a high mean score of 
3.62  0.976.  
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The third characteristic considered for African female leaders was that of being 
intelligent. The results indicated that none of the respondents felt that being 
intelligent is not characteristic of African female leaders, and none of the 
respondents felt that being intelligent is somewhat uncharacteristic of African female 
leaders. However, 25.7% of respondents indicated that being intelligent is neither 
characteristic nor uncharacteristic of African female leaders, and thus were 
considered undecided. On the contrary, 53.5% felt that being intelligent is somewhat 
characteristic of African female leaders, and 20.8% felt that being intelligent is 
characteristic of African female leaders. In sum, none of the respondents were of 
the view that being intelligent is not a characteristic of African female leaders, while 
74.3% (53.5 + 20.8) were of the view that being intelligent is a characteristic of 
African female leaders. The higher number of respondents claiming that being 
intelligent is a characteristic of African female leaders is an indication that African 
female leaders are perceived as intelligent. This perspective is supported by the 
high mean score of 3.95  0.684. 
 
The fourth characteristic considered for African female leaders was their analytical 
ability. The results indicated that 6% of respondents felt that analytical ability is not 
a characteristic of African female leaders, and 15% of respondents felt that analytical 
ability is somewhat uncharacteristic of African female leaders. A total of 26% of 
respondents indicated that analytical ability is neither characteristic nor 
uncharacteristic of African female leaders, and thus were undecided. On the 
opposite end of the scale, 36% felt that analytical ability is somewhat characteristic 
of African female leaders, and 17% felt that analytical ability is characteristic of 
African female leaders. In sum 21% (6 + 15) were of the view that analytical ability 
is not a characteristic of African female leaders, while 53% (36 + 17) were of the 
view that analytical ability is a characteristic of African female leaders. The higher 
number of respondents indicating that analytical ability is a characteristic of African 
female leaders is an indication that African female leaders are perceived as having 
analytical abilities. This perspective is supported by a moderately high mean score 
of 3.43  1.121. 
 
The fifth characteristic considered for African female leaders was that of being able 
to separate feelings from ideas. The results indicated that 5.9% of respondents felt 
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that being able to separate feelings from ideas is not characteristic of African female 
leaders, and 11.9% of respondents felt that being able to separate feelings from 
ideas is somewhat uncharacteristic of African female leaders. A total of 36.6% of 
respondents indicated that being able to separate feelings from ideas is neither 
characteristic nor uncharacteristic of African female leaders, and thus were 
considered undecided. On the contrary, 28.7% felt that being able to separate 
feelings from ideas is somewhat characteristic of African female leaders, and 16.8% 
felt that being able to separate feelings from ideas is characteristic of African female 
leaders. In sum, 17.8% (5.9 + 11.9) were of the view that being able to separate 
feelings from ideas is not a characteristic of African female leaders, while 45.5% 
(28.7 + 16.8) were of the view that being able to separate feelings from ideas is a 
characteristic of African female leaders. The high number of respondents indicating 
that being able to separate feelings from ideas is a characteristic of African female 
leaders is an indication that African female leaders are perceived to be able to 
separate feelings from ideas. This perspective is supported by the mean score being 
moderately high at 3.39 1.086.  
 
The sixth characteristic considered for African female leaders was that of being 
competent. The results indicated that 3% of respondents felt that being competent 
is not characteristic of African female leaders, and 5% of respondents felt that being 
competent is somewhat uncharacteristic of African female leaders.  A total of 21.8% 
of respondents indicated that being competent is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. 
However, 42.6% felt that being competent is somewhat characteristic of African 
female leaders, and 27.7% felt that being competent is characteristic of African 
female leaders. In sum, 8% (3 + 5) were of the view that being competent is not a 
characteristic of African female leaders, while 70.3% (42.6 + 27.7) were of the view 
that being competent is a characteristic of African female leaders. The high number 
of respondents claiming that being competent is a characteristic of African female 
leaders is an indication that African female leaders are perceived as competent. This 
perspective is supported by the mean score being high at 3.87  0.976. 
 
The seventh characteristic considered for African female leaders was that of being 
objective. The results indicated 2% of respondents felt that being objective is not a 
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characteristic of African female leaders, and 7.1% of respondents felt that being 
objective is somewhat uncharacteristic of African female leaders. A total of 34.3% 
of respondents indicated that being objective is neither characteristic nor 
uncharacteristic of African female leaders, and thus were considered undecided. 
However, 34.3% felt that being objective is somewhat characteristic of African 
female leaders, and 22.2% felt that being objective is characteristic of African female 
leaders. In sum, 9.1% (2 + 7.1) were of the view that being objective is not a 
characteristic of African female leaders, while 56.5% (34.3 + 22.2) were of the view 
that being objective is a characteristic of African female leaders. The high number 
of respondents indicating that being objective is a characteristic of African female 
leaders is an indication that African female leaders are perceived as objective. This 
perspective is supported by the mean score being high at 3.68  0.967. 
 
The eighth characteristic considered for African female leaders is that of being firm. 
The results indicated that 5% of respondents felt that being firm is not characteristic 
of African female leaders, and 9% of respondents felt that being firm is somewhat 
uncharacteristic of African female leaders. A total of 30% of respondents indicated 
that being firm is neither characteristic nor uncharacteristic of African female 
leaders, and, thus, were considered undecided. On the contrary, 36% felt that being 
firm is somewhat characteristic of African female leaders, and 20% felt that being 
firm is characteristic of African female leaders. In sum, 14% (5 + 9) were of the view 
that being firm is not a characteristic of African female leaders, while 56% (36 + 20) 
were of the view that being firm is a characteristic of African female leaders. The 
high number of respondents indicating that being firm is a characteristic of African 
female leaders is an indication that African female leaders are perceived as firm. 
This perspective is supported by the mean score being high at 3.57 ± 1.066. 
 
The ninth characteristic considered for African female leaders was that of being 
prompt. The results indicated that 4% of respondents felt that being prompt is not 
characteristic of African female leaders, and 12.9% of respondents felt that being 
prompt is somewhat uncharacteristic of African female leaders. A total of 30.7% of 
respondents indicated that being prompt is neither characteristic nor 
uncharacteristic of African female leaders, and, thus, were considered undecided. 
On the contrary, 35.6% felt that being prompt is somewhat characteristic of African 
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female leaders, and 16.8% felt that being prompt is characteristic of African female 
leaders. In sum, 16.9% (4 + 12.9) were of the view that being prompt is not a 
characteristic of African female leaders, while 52.4% (35.60 + 16.80) were of the 
view that being prompt is a characteristic of African female leaders. The higher 
number of respondents indicating that being prompt is a characteristic of African 
female leaders is an indication that African female leaders are perceived to be 
prompt. This perspective is supported by the mean score being moderately high at 
3.49 ± 1.045. 
 
The tenth characteristic considered for African female leaders was that of knowing 
the way of the world. The results indicated that 3% of respondents felt that knowing 
the way of the world is not characteristic of African female leaders, and 9% of 
respondents felt that knowing the way of the world is somewhat uncharacteristic of 
African female leaders. A total of 32% of respondents indicated that knowing the 
way of the world is neither characteristic nor uncharacteristic of African female 
leaders and were thus considered undecided. On the opposite end of the scale, 38% 
felt that knowing the way of the world is somewhat characteristic of African female 
leaders, and 18% felt that knowing the way of the world is characteristic of African 
female leaders. In sum, 12% (3 + 9) were of the view that knowing the way of the 
world is not a characteristic of African female leaders, while 56% (38 + 18) were of 
the view that knowing the way of the world is a characteristic of African female 
leaders. The higher number of respondents indicating that knowing the way of the 
world is a characteristic of African female leaders is an indication that African female 
leaders are perceived to know the way of the world. This perspective is supported 
by the mean score being high at 3.59 ± 0.986. 
 
The 11th characteristic considered for African female leaders was that of being well 
informed. The results indicated that 1% of respondents felt that being well informed 
is not characteristic of African female leaders, and 5% of respondents felt that being 
well informed was somewhat uncharacteristic. A total of 30.7% of respondents 
indicated that being well informed is neither characteristic nor uncharacteristic of 
African female leaders and were thus considered undecided. On the contrary, 42.6% 
felt that being well informed is somewhat characteristic of African female leaders, 
and 20.8% felt that being well informed is characteristic of African female leaders. 
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In sum, 6% (1 + 5) were of the view that being well informed is not a characteristic 
of African female leaders, while 63.4% (42.6 + 20.8) were of the view that being well 
informed is a characteristic of African female leaders. The high number of 
respondents indicating that being well informed is a characteristic of African female 
leaders is an indication that African female leaders are perceived to be well 
informed. This perspective is supported by a high mean score of 3.77 ± 0.870. 
 
The 12th characteristic considered for African female leaders was that of being 
ambitious. The results indicated that 5% of respondents felt that being ambitious is 
not characteristic of African female leaders, and 4% of respondents felt that being 
ambitious is somewhat uncharacteristic of African female leaders. A total of 20.8% 
of respondents indicated that being ambitious is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. 
However, 34.7% felt that being ambitious is somewhat characteristic of African 
female leaders, and 35.6 felt that being ambitious is characteristic of African female 
leaders. In sum, 9% (5 + 4) were of the view that being ambitious is not a 
characteristic of African female leaders, while 70.3% (34.7 + 35.6) were of the view 
that being ambitious is a characteristic of African female leaders. The high number 
of respondents indicating that being ambitious is a characteristic of African female 
leaders is an indication that African female leaders are perceived as ambitious. This 
perspective is supported by the mean score being high at 3.92 ± 1.083.  
 
The 13th characteristic considered for African female leaders was that of desiring 
responsibility. The results indicated that 3% of respondents felt that desiring 
responsibility is not characteristic of African female leaders, and 6.1% of 
respondents felt that desiring responsibility is somewhat uncharacteristic of African 
female leaders. A total of 28.3% of respondents indicated that desiring responsibility 
is neither characteristic nor uncharacteristic of African female leaders and were thus 
considered undecided. On the contrary, 43.4% felt that desiring responsibility is 
somewhat characteristic of African female leaders, and 19.2% felt that desiring 
responsibility is characteristic of African female leaders. In sum, 9.1% (3 + 6.1) were 
of the view that desiring responsibility is not a characteristic of African female 
leaders, while 62.6% (43.4 + 19.2) were of the view that desiring responsibility is a 
characteristic of African female leaders. The high number of respondents indicating 
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that desiring responsibility is a characteristic of African female leaders is an 
indication that African female leaders are perceived to desire responsibility. This 
perspective is supported by a high mean score of 3.70 ± 0.925. 
 
The 14th characteristic considered for African female leaders was that of being self-
controlled. The results indicate that 3% of respondents felt that being self-controlled 
is not characteristic of African female leaders, and 5% of respondents felt that being 
self-controlled is somewhat uncharacteristic of African female leaders. A total of 
32.7% of respondents indicated that being self-controlled is neither characteristic 
nor uncharacteristic of African female leaders and were thus considered undecided. 
On the contrary, 42.6% felt that being self-controlled is somewhat characteristic of 
African female leaders, and 16.80% felt that being self-controlled is characteristic of 
African female leaders. In sum, 8% (3 + 5) were of the view that being self-controlled 
is not a characteristic of African female leaders, while 59.4% (42.6 + 16.8) were of 
the view that being self-controlled is a characteristic of African female leaders. The 
higher number of respondents indicating that being self-controlled is a characteristic 
of African female leaders is an indication that African female leaders are perceived 
to be self-controlled. This perspective is supported by the mean score being high at 
3.65 ± 0.921. 
 
The 15th characteristic considered for African female leaders was that of being 
decisive. The results indicated that 2% of respondents felt that being decisive is not 
characteristic of African female leaders, and 11% of respondents felt that being 
decisive is somewhat uncharacteristic of African female leaders. A total of 33% of 
respondents indicated that being decisive is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. On 
the opposite end of the scale, 39% felt that being decisive is somewhat characteristic 
of African female leaders, and 15% felt that being decisive is characteristic of African 
female leaders. In sum, 13% (2 + 11) were of the view that being decisive is not a 
characteristic of African female leaders, while 54% (39 + 15) were of the view that 
being decisive is a characteristic of African female leaders. The higher number of 
respondents indicating that being decisive is a characteristic of African female 
leaders is an indication that African female leaders are perceived as decisive. This 
perspective is supported by the mean score being moderately high at 3.45 ± 0.947. 
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The 16th characteristic considered for African female leaders was that of being 
direct. The results indicated that 3% of respondents felt that being direct is not 
characteristic of African female leaders, and 8.9% of respondents felt that being 
direct is somewhat uncharacteristic of African female leaders. However, 32.7% of 
respondents indicated that being direct is neither characteristic nor uncharacteristic 
of African female leaders and were thus considered undecided. On the contrary 
37.6% felt that being direct is somewhat characteristic of African female leaders, 
and 17.8% felt that being direct is characteristic of African female leaders. In sum, 
11.9% (3 + 8.9) were of the view that being direct is not a characteristic of African 
female leaders, while 55.4% (37.6 + 17.8) were of the view that being direct is a 
characteristic of African female leaders. The high number of respondents indicating 
that being direct is a characteristic of African female leaders is an indication that 
African female leaders are perceived as direct. This perspective is supported by a 
high mean score of 3.58 ± 0.983.  
 
The 17th characteristic considered for African female leaders was that of being self-
confident. The results indicated that none of the respondents felt that being self-
confident is not characteristic of African female leaders, and 4% of respondents felt 
that being self-confident is somewhat uncharacteristic of African female leaders. A 
total of 24.8% of respondents indicated that being self-confident is neither 
characteristic nor uncharacteristic of African female leaders and were thus 
considered undecided. However, 42.6% felt that being self-confident is somewhat 
characteristic of African female leaders, and 28.7% felt that being self-confident is 
characteristic of African female leaders. In sum, 4% (0 + 4) were of the view that 
being self-confident is not a characteristic of African female leaders, while 71.3% 
(42.6 + 28.7) were of the view that being self-confident is a characteristic of African 
female leaders. The high number of respondents indicating that being self-confident 
is a characteristic of African female leaders is an indication that African female 
leaders are perceived as self-confident. This perspective is supported by the mean 
score being high at 3.96 ± 0.836.  
 
The 18th characteristic considered for African female leaders was that of being 
steady. The results indicated that 1% of respondents felt that being steady is not 
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characteristic of African female leaders, and 8.9% of respondents felt that being 
steady is somewhat uncharacteristic of African female leaders. A total of 40.6% of 
respondents indicated that being steady is neither characteristic nor uncharacteristic 
of African female leaders, and, thus, were undecided. On the contrary, 34.7% felt 
that being steady is somewhat characteristic of African female leaders, and 14.9% 
felt that being steady is characteristic of African female leaders. In sum, 9.9% 
(1 + 8.9) were of the view that being steady is not a characteristic of African female 
leaders, while 49.6% (34.7 + 14.9) were of the view that being steady is a 
characteristic of African female leaders. The high number of respondents claiming 
that being steady is a characteristic of African female leaders is an indication that 
African female leaders are perceived as steady. This perspective is supported by 
the high mean score of 3.53 ± 0.890. 
 
The 19th characteristic considered for African female leaders was that of being 
assertive. The results indicated that 4% of respondents felt that being assertive is 
not characteristic of African female leaders, and 8.9% of respondents felt that being 
assertive is somewhat uncharacteristic of African female leaders. A total of 29.7% 
of respondents indicated that being assertive is neither characteristic nor 
uncharacteristic of African female leaders and were thus undecided. On the 
contrary, 38.6% felt that being assertive is somewhat characteristic of African female 
leaders, and 18.8% felt that being assertive is characteristic of African female 
leaders. In sum, 12.9 (4 + 8.9) were of the view that being assertive is not a 
characteristic of African female leaders, while 57.4% (38.6 + 18.8) were of the view 
that being assertive is a characteristic of African female leaders. The higher number 
of respondents indicating that being assertive is a characteristic of African female 
leaders is an indication that African female leaders are perceived as assertive. This 
perspective is supported by the mean score of 3.59 ± 1.022. 
 
The 20th characteristic considered for African female leaders was that of being 
tactful. The results indicated that 4% of respondents felt that being tactful is not 
characteristic of African female leaders, and 7.9% of respondents felt that being 
tactful is somewhat uncharacteristic of African female leaders. A total of 31.7% of 
respondents indicated that being tactful is neither characteristic nor uncharacteristic 
of African female leaders and were thus undecided. On the opposite end of the 
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scale, 36.6% felt that being tactful is somewhat characteristic of African female 
leaders, and 19.8% felt that being tactful is characteristic of African female leaders. 
In sum, 11.9% (4 + 7.9) were of the view that being tactful is not a characteristic of 
African female leaders, while 56.4% (36.6 + 19.8) were of the view that being tactful 
is a characteristic of African female leaders. The higher number of respondents 
indicating that being tactful is a characteristic of African female leaders is an 
indication that African female leaders are perceived as tactful. This perspective is 
supported by the high mean score of 3.60 ± 1.021. 
 
The 21st characteristic considered for African female leaders was that of being 
logical. The results indicated that 5.1% of respondents felt that being logical is not 
characteristic of African female leaders, and 13.3% of respondents felt that being 
logical is somewhat uncharacteristic of African female leaders. A total of 32.7% of 
respondents indicated that being logical was neither characteristic nor 
uncharacteristic of African female leaders and were considered undecided. On the 
contrary, 32.7% felt that being logical is somewhat characteristic of African female 
leaders, and 16.3 felt that being logical is characteristic of African female leaders. In 
sum, 18.4% (5.1 + 13.3) were of the view that being logical is not a characteristic of 
African female leaders, while 49% (32.7 + 16.3) were of the view that being logical 
is a characteristic of African female leaders. The high number of respondents 
indicating that being logical is a characteristic of African female leaders is an 
indication that African female leaders are perceived to be logical. This perspective 
is supported by the moderately high mean score of 3.42 ± 1.074. 
 
The 22nd characteristic considered for African female leaders was that of being 
skilled in business matters. The results indicated that 5.9% of respondents felt that 
being skilled in business matters is not characteristic of African female leaders, and 
8.9% of respondents felt that being skilled in business matters is somewhat 
uncharacteristic of African female leaders. A total of 32.7% of respondents indicated 
that being skilled in business matters is neither characteristic nor uncharacteristic of 
African female leaders and were thus considered undecided. However, 33.7% felt 
that being skilled in business matters is somewhat characteristic of African female 
leaders, and 18.8% felt that being skilled in business matters is characteristic of 
African female leaders. In sum, 14.8% (5.9 + 8.9) were of the view that being skilled 
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in business matters is not a characteristic of African female leaders, while 52.5% 
(33.7 + 18.8) were of the view that being skilled in business matters is a 
characteristic of African female leaders. The high number of respondents claiming 
that being skilled in business matters is a characteristic of African female leaders is 
an indication that African female leaders are perceived to be skilled in business 
matters. This perspective is supported by the mean score being high at 
3.50 ± 1.083.  
 
The 23rd and final characteristic considered for African female leaders was that of 
being self-reliant. The results indicated that 2% of respondents felt that being self-
reliant is not characteristic of African female leaders, and 5% of respondents felt that 
being self-reliant is somewhat uncharacteristic of African female leaders. A total of 
30.7% of respondents indicated that being self-reliant is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. 
However, 39.6% felt that being self-reliant is somewhat characteristic of African 
female leaders, and 22.8% felt that being self-reliant is characteristic of African 
female leaders. In sum, 7% (2 + 5) were of the view that being self-reliant is not a 
characteristic of African female leaders, while 62.4% (39.6 + 22.8) were of the view 
that being self-reliant is a characteristic of African female leaders. The high number 
of respondents indicating that being self-reliant is a characteristic of African female 
leaders is an indication that African female leaders are perceived to be self-reliant. 
This perspective is supported by a high mean score of 3.76 ± 0.926. The following 
table reports respondents’ perceptions of females in relation to intrapersonal 
capabilities. 
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Table 5.30 Ratings of Females on Intrapersonal capabilities 
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M SD 
1 2 Consistent 4.30% 9.70% 19.40% 36.60% 30.10% 3.78 1.112 
2 7 Leadership ability 2.10% 3.20% 20.20% 37.20% 37.20% 4.04 0.949 
3 22 Intelligent 1.10% 4.30% 16.00% 41.50% 37.20% 4.10 0.893 
4 30 Analytical ability 1.10% 8.50% 26.60% 43.60% 20.20% 3.73 0.918 
5 
35 Able to separate 
feelings from ideas 
6.50% 17.20% 26.90% 32.30% 17.20% 3.37 1.150 
6 36 Competent 1.10% 1.10% 22.30% 42.60% 33.00% 4.05 0.834 
7 47 Objective 3.30% 12.10% 30.80% 39.60% 14.30% 3.49 0.993 
8 50 Firm 1.10% 4.30% 37.60% 38.70% 18.30% 3.69 0.859 
9 51 Prompt 2.20% 6.50% 32.30% 39.80% 19.40% 3.68 0.934 
10 
54 Knows the way of 
the world 
4.30% 3.20% 34.00% 33.00% 25.50% 3.72 1.020 
11 58 Well informed 3.30% 5.40% 30.40% 37.00% 23.90% 3.73 0.996 
12 61 Ambitious 1.10% 4.30% 28.00% 38.70% 28.00% 3.88 0.907 
13 
66 Desires 
responsibility 
1.10% 2.20% 27.20% 40.20% 29.30% 3.95 0.869 
14 67 Self-controlled 2.10% 3.20% 26.60% 44.70% 23.40% 3.84 0.896 
15 69 Decisive 2.10% 9.60% 29.80% 38.30% 20.20% 3.65 0.981 
16 71 Direct 4.30% 8.50% 35.10% 33.00% 19.10% 3.54 1.033 
17 74 Self-confident 1.10% 4.30% 23.40% 41.50% 29.80% 3.95 0.896 
18 76 Steady 2.10% 7.40% 30.90% 36.20% 23.40% 3.71 0.980 
19 77 Assertive 1.10% 6.50% 31.20% 39.80% 21.50% 3.74 0.908 
20 80 Tactful 2.20% 6.50% 30.10% 38.70% 22.60% 3.73 0.957 
21 86 Logical 2.10% 3.20% 33.00% 40.40% 21.30% 3.76 0.900 
22 
87 Skilled in business 
matters 
5.30% 4.30% 39.40% 26.60% 24.50% 3.61 1.070 
23 92 Self-reliant 1.10% 5.40% 27.20% 33.70% 32.60% 3.91 0.957 
 
In terms of the first dimension for females’ intrapersonal capabilities, namely being 
consistent, 4.3% of respondents were of the view that it is not a characteristic of 
females, while 9.7% of respondents felt that being consistent is somewhat 
uncharacteristic of males. A total of 19.4% of respondents indicated that being 
consistent is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 36.6% of respondents 
considered being consistent as somewhat characteristic of females, while 30.1% of 
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respondents considered being consistent as a characteristic of males. In sum, 14% 
(4.3 + 9.7) were of the view that being consistent is not a characteristic of females, 
while 66.7% (36.6 + 30.1) were of the view that being consistent is a characteristic 
of males. The high number of respondents that being consistent is a characteristic 
of females is an indication that females are perceived to be consistent. This 
perspective is supported by a high mean score of 3.78 ± 1.112. 
 
The second characteristic considered for females was their leadership ability. The 
results indicated that 2.1% of respondents felt that leadership ability is not 
characteristic of females, and 3.2% of respondents felt that leadership ability is 
somewhat uncharacteristic of females. A total of 20.2% of respondents indicated 
that leadership ability is neither characteristic nor uncharacteristic of females and 
were thus considered undecided. On the contrary, 37.2% felt that leadership ability 
is somewhat characteristic of females, and 37.2% felt that leadership ability is 
characteristic of males. In sum, 5.3% (2.1 + 3.2) were of the view that leadership 
ability is not a characteristic of females, while 74.4% (37.2 + 37.2) were of the view 
that leadership ability is a characteristic of males. The high number of respondents 
indicating that leadership ability is a characteristic of females is an indication that 
females are perceived to have leadership ability. This perspective is supported by a 
high mean score of 4.04 ± 0.949.  
 
The third characteristic considered for females was that of being intelligent. The 
results indicated that 1.1% of respondents felt that being intelligent is not 
characteristic of females, and 4.3% of respondents felt that being intelligent is 
somewhat uncharacteristic of males. A total of 16% of respondents indicated that 
being intelligent is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. On the contrary, 41.5% felt that being intelligent is 
somewhat characteristic of females, and 37.2% felt that being intelligent is 
characteristic of males. In sum 5.4% (1.1 + 4.3) were of the view that being 
intelligent is not a characteristic of females, while 78.7% (41.5 + 37.2) were of the 
view that being intelligent is a characteristic of males. The higher number of 
respondents indicating that being intelligent is a characteristic of females is an 
indication that females are perceived to be intelligent. This perspective is supported 
by a mean score 4.10 ± 0.839.  
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
192 
 
 
The fourth characteristic considered for females was their analytical ability. The 
results indicate that 1.1% of respondents felt that analytical ability is not 
characteristic of females, and 8.5% of respondents felt that analytical ability is 
somewhat uncharacteristic of males. A total of 26.6% of respondents indicated that 
analytical ability is neither characteristic nor uncharacteristic of females and were 
thus undecided. On the opposite end of the scale, 43.6% felt that analytical ability is 
somewhat characteristic of females, and 20.2% felt that analytical ability is 
characteristic of males. In sum 9.6% (1.1 + 8.5) were of the view that analytical 
ability is not a characteristic of females, while 63.8% (43.6 + 20.2) were of the view 
that analytical ability is a characteristic of males. The higher number of respondents 
indicating that analytical ability is a characteristic of females is an indication that 
females are perceived to possess analytical abilities. This perspective is supported 
by a high mean score of 3.73 ± 0.918. 
 
The fifth characteristic considered for females was that of being able to separate 
feelings from ideas. The results indicated that 6.5% of respondents felt that being 
able to separate feelings from ideas is not characteristic of females, and 17.2% of 
respondents felt that being able to separate feelings from ideas is somewhat 
uncharacteristic of males. A total of 26.9% of respondents indicated that being able 
to separate feelings from ideas is neither characteristic nor uncharacteristic of 
females and were thus considered undecided. On the contrary, 32.3% felt that being 
able to separate feelings from ideas is somewhat characteristic of females, and 
17.2% felt that being able to separate feelings from ideas is characteristic of males. 
In sum, 23.7% (6.5 + 17.2) were of the view that being able to separate feelings from 
ideas is not a characteristic of females, while 49.5% (32.3 + 17.2) were of the view 
that being able to separate feelings from ideas is a characteristic of males. The high 
number of respondents indicating that being able to separate feelings from ideas is 
a characteristic of females is an indication that females are perceived to be able to 
separate feelings from ideas. This perspective is supported by a moderately high 
mean score of 3.37 ± 1.150. 
 
The sixth characteristic considered for females was that of being competent. The 
results indicated that 1.1% of respondents felt that being competent is not 
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characteristic of females, and 1.1% of respondents felt that being competent is 
somewhat uncharacteristic of males. A total of 22.3% of respondents indicated that 
being competent is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. However, 42.6% felt that being competent is somewhat 
characteristic of females, and 33% felt that being competent is characteristic of 
males. In sum, 2.2% (1.1 + 1.1) were of the view that being competent is not a 
characteristic of females, while 75.6% (42.6 + 33) were of the view that being 
competent is a characteristic of males. The high number of respondents indicating 
that being competent is a characteristic of females is an indication that females are 
perceived to be competent. This perspective is supported by a high mean score of 
4.05 ± 0.834.  
 
The seventh dimension considered for females was that of being objective. The 
results indicated that 3.3% of respondents felt that being objective is not 
characteristic of females, and 12.1% of respondents felt that being objective is 
somewhat uncharacteristic of males. A total of 30.8% of respondents indicated that 
being objective is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. However, 39.6% felt that being objective is somewhat 
characteristic of females, and 14.3% felt that being objective is characteristic of 
males. In sum, 15.4% (3.3 + 12.1) were of the view that being objective is not a 
characteristic of females, while 53.9% (39.6 + 14.3) were of the view that being 
objective is a characteristic of males. The high number of respondents indicating 
that being objective is a characteristic of females is an indication that females are 
perceived to be objective. This perspective is supported by a moderately high mean 
score of 3.49 ± 0.993.  
 
The eighth characteristic considered for females was that of being firm. The results 
indicated that 1.1% of respondents felt that being firm is not characteristic of 
females, and 4.3% of respondents felt that being firm is somewhat uncharacteristic 
of males. A total of 37.6% of respondents indicated that being firm is neither 
characteristic nor uncharacteristic of females and were thus considered undecided. 
On the contrary, 38.7% felt that being firm is somewhat characteristic of females, 
and 18.30% felt that being firm is characteristic of males. In sum, 5.4% (1.1 + 4.3) 
were of the view that being firm is not a characteristic of females, while 57% 
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(38.7 + 18.3) were of the view that being firm is a characteristic of males. The high 
number of respondents indicating that being firm is a characteristic of females is an 
indication that females are perceived to be firm. This perspective is supported by a 
high mean score of 3.69 ± 0.859. 
 
The ninth characteristic considered for females was that of being prompt. The results 
indicated that 2.2% of respondents felt that being prompt is not characteristic of 
females, and 6.5% of respondents felt that being prompt is somewhat 
uncharacteristic of males. A total of 32.3% of respondents indicated that being 
prompt is neither characteristic nor uncharacteristic of females and were thus 
considered undecided. On the contrary, 39.8% felt that being prompt is somewhat 
characteristic of females, and 19.4% felt that being prompt is characteristic of males. 
In sum, 8.7% (2.2 + 6.5) were of the view that being prompt is not a characteristic 
of females, while 59.2% (39.8 + 19.4) were of the view that being prompt is a 
characteristic of males. The higher number of respondents indicating that being 
prompt is a characteristic of females is an indication that females are perceived to 
be prompt. This perspective is supported by a high mean score of 3.68 ± 0.934.  
 
The tenth characteristic considered for females was that of knowing the way the 
world. The results indicated that 4.3% of respondents felt that knowing the way of 
the world is not characteristic of females, and 3.2% of respondents felt that knowing 
the way of the world is somewhat uncharacteristic of males. A total of 34% of 
respondents indicated that knowing the way of the world is neither characteristic nor 
uncharacteristic of females and were thus considered undecided. On the opposite 
end of the scale, 33% felt that knowing the way of the world is somewhat 
characteristic of females, and 25.5% felt that knowing the way of the world is 
characteristic of males. In sum, 7.5% (4.3 + 3.2) were of the view that knowing the 
way of the world is not a characteristic of females, while 58.5% (33 + 25.5) were of 
the view that knowing the way of the world is a characteristic of males. The higher 
number of respondents indicating that Knowing the way of the world is a 
characteristic of females is an indication that females are perceived to know the way 
of the world. This perspective is supported by a high mean score of 3.72 ± 1.020. 
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The 11th characteristic considered for females was that of being well informed. The 
results indicated that 3.3% of respondents felt that being well informed is not 
characteristic of females, and 5.4% of respondents felt that being well informed is 
somewhat uncharacteristic of males. A total of 30.4% of respondents indicated that 
being well informed is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. On the contrary, 37% felt that being well informed is 
somewhat characteristic of females, and 23.9% felt that being well informed is 
characteristic of males. In sum, 8.7% (3.3 + 5.4) were of the view that being well 
informed is not a characteristic of females, while 60.9% (37 + 23.9) were of the view 
that being well informed is a characteristic of males. The high number of 
respondents indicating that being well informed is not a characteristic of females is 
an indication that females are perceived to be well informed. This perspective is 
supported by the mean score being high at 3.73 ± 0.996. 
 
The 12th characteristic considered for females was that of being ambitious. The 
results indicated that 1.1% of respondents felt that being ambitious is not 
characteristic of females, and 4.3% of respondents felt that being ambitious is 
somewhat uncharacteristic of males. A total of 28% of respondents indicated that 
being ambitious is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. However, 38.7% felt that being ambitious is somewhat 
characteristic of females, and 28% felt that being ambitious is characteristic of 
males. In sum, 5.4% (1.1 + 4.3) were of the view that being ambitious is not a 
characteristic of females, while 66.7% (38.7 + 28) were of the view that being 
ambitious is a characteristic of males. The high number of respondents indicating 
that being ambitious is a characteristic of females is an indication that females are 
perceived as ambitious. This perspective is supported by a high mean score of 
3.88 ± 0.996.  
 
The 13th characteristic considered for females was that of desiring responsibility. 
The results indicated that 1.1% of respondents felt that desiring responsibility is not 
characteristic of females, and 2.2% of respondents felt that desiring responsibility is 
somewhat uncharacteristic of males. A total of 27.2% of respondents indicated that 
desiring responsibility is neither characteristic nor uncharacteristic of females and 
were thus considered undecided. On the contrary, 40.2% felt that desiring 
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responsibility is somewhat characteristic of females, and 29.3% felt that desiring 
responsibility is characteristic of males. In sum, 3.3% (1.1 + 2.2) were of the view 
that desiring responsibility is not a characteristic of females, while 69.5% 
(40.2 + 29.3) were of the view that desiring responsibility is a characteristic of males. 
The high number of respondents indicating that desiring responsibility is a 
characteristic of females is an indication that females are perceived to desire 
responsibility. This perspective is supported by a high mean score of 3.95 ± 0.869. 
 
The 14th characteristic considered for females was that of being self-controlled. The 
results indicated that 2.1% of respondents felt that being self-controlled is not 
characteristic of females, and 3.2% of respondents felt that being self-controlled is 
somewhat uncharacteristic of males. A total of 26.6% of respondents indicated that 
being self-controlled is neither characteristic nor uncharacteristic of females and 
were thus undecided. On the contrary, 44.7% felt that being self-controlled is 
somewhat characteristic of females, and 23.4% felt that being self-controlled is 
characteristic of males. In sum, 5.3% (2.1 + 3.2) were of the view that being self-
controlled is not a characteristic of females, while 68.1% (44.7 + 23.4) were of the 
view that being self-controlled is a characteristic of males. The higher number of 
respondents indicating that being self-controlled is a characteristic of females is an 
indication that females are perceived to be self-controlled. This perspective is 
supported by the mean score being high at 3.84 ± 0.896. 
 
The 15th characteristic considered for females was that of being decisive. The results 
indicated that 2.1% of respondents felt that being decisive is not characteristic of 
females, and 9.6% of respondents felt that being decisive is somewhat 
uncharacteristic of males. A total of 29.8% of respondents indicated that being 
decisive is neither characteristic nor uncharacteristic of females and were thus 
undecided. On the opposite end of the scale, 38.3% felt that being decisive is 
somewhat characteristic of females, and 20.2% felt that being decisive is 
characteristic of males. In sum, 11.7% (2.1 + 9.6) were of the view that being 
decisive is not a characteristic of females, while 58.5% (38.3 + 20.2) were of the 
view that being decisive is a characteristic of males. The higher number of 
respondents indicating that being decisive is a characteristic of females is an 
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indication that females are perceived to be decisive. This perspective is supported 
by the mean score being high at 3.65 ± 0.981.  
 
The 16th characteristic considered for females was that of being direct. The results 
indicated that 4.3% of respondents felt that being direct is not characteristic of 
females, and 8.5% of respondents felt that being direct is somewhat uncharacteristic 
of males. A total of 35.1%% of respondents indicated that being direct is neither 
characteristic nor uncharacteristic of females and were thus considered undecided. 
On the contrary, 33% felt that being direct is somewhat characteristic of females, 
and 19.1% felt that being direct is characteristic of males. In sum, 12.8% (4.3 + 8.5) 
were of the view that being direct is not a characteristic of females, while 52.1% 
(33 + 19.1) were of the that that being direct is a characteristic of males. The high 
number of respondents indicating that being direct is a characteristic of females is 
an indication that are perceived to be direct. This perspective is supported by a high 
mean score of 3.54 ± 1.033. 
 
The 17th characteristic considered for females was that of being self-confident. The 
results indicated that 1.1% of respondents felt that being self-confident is not 
characteristic of females, and 4.3% of respondents felt that being self-confident is 
somewhat uncharacteristic of males. A total of 23.4% of respondents indicated that 
being self-confident is neither characteristic nor uncharacteristic of females and 
were thus considered undecided. However, 41.5% felt that being self-confident is 
somewhat characteristic of females, and 29.8% felt that being self-confident is 
characteristic of males. In sum, 5.4% (1.1 + 4.3) were of the view that being self-
confident is not a characteristic of females, while 71.3% (41.5 + 29.8) were of the 
view that being self-controlled is a characteristic of males. The high number of 
respondents indicating that being self-confident is a characteristic of females is an 
indication that females are perceived to be self-confident. This perspective is 
supported by the mean score being high at 3.95 ± 0.896.  
 
The 18th characteristic considered for females was that of being steady. The results 
indicated that 2.1% of respondents felt that being steady is not characteristic of 
females, and 7.4% of respondents felt that being steady is somewhat 
uncharacteristic of males. A total of 30.9% of respondents indicated that being 
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steady is neither characteristic nor uncharacteristic of females and were thus 
undecided. On the contrary, 36.2% felt that being steady is somewhat characteristic 
of females, and 23.4% felt that being steady is characteristic of males. In sum, 9.5% 
(2.1 + 7.4) were of the view that being steady is not a characteristic of females, while 
59.6% (36.2 + 23.4) were of the view that being steady is a characteristic of males. 
The high number of respondents indicating that being steady is a characteristic of 
females is an indication that females are perceived to be steady. This perspective 
is supported by the mean score being high at 3.71 ± 0.980. 
 
The 19th characteristic considered for females was that of being assertive. The 
results indicated that 1.1% of respondents felt that being assertive is not 
characteristic of females, and 6.5% of respondents felt that being assertive is 
somewhat uncharacteristic of males. A total of 31.2% of respondents indicated that 
being assertive is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. On the contrary, 39.8% felt that being assertive is 
somewhat characteristic of females, and 21.5% felt that being assertive is 
characteristic of males. In sum, 7.6% (1.1 + 6.5) were of the view that being 
assertive is not a characteristic of females, while 61.3% (39.8 + 21.5) were of the 
view that being assertive is a characteristic of males. The higher number of 
respondents indicating that being assertive is a characteristic of females is an 
indication that females are perceived as assertive. This perspective is supported by 
the mean score being high at 3.74 ± 0.908.  
 
The 20th characteristic considered for females was that of being tactful. The results 
indicated that 2.2% of respondents felt that being tactful is not characteristic of 
females, and 6.5% of respondents felt that being tactful is somewhat 
uncharacteristic of males. A total of 30.1% of respondents indicated that being tactful 
is neither characteristic nor uncharacteristic of females and were thus considered 
undecided. On the opposite end of the scale, 38.7% felt that being tactful is 
somewhat characteristic of females, and 22.6% felt that being tactful is characteristic 
of males. In sum, 8.7% (2.2 + 6.5) were of the view that being tactful is not a 
characteristic of females, while 61.3% (38.7 + 22.6) were of the view that being 
tactful is a characteristic of males. The higher number of respondents indicating that 
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being tactful is a characteristic of females is an indication that females are perceived 
as tactful. This perspective is supported by the high mean score of 3.73 ± 0.957. 
 
The 21st characteristic considered for females was that of being logical. The results 
indicated that 2.1% of respondents felt that being logical is not characteristic of 
females, and 3.2% of respondents felt that being logical is somewhat 
uncharacteristic of males. A total of 33% of respondents indicated that being logical 
is neither characteristic nor uncharacteristic of females and were thus considered 
undecided. On the contrary, 40.4% felt that being logical is somewhat characteristic 
of females, and 21.3% felt that being logical is characteristic of males. In sum, 5.3% 
(2.1 + 3.2) were of the view that being logical is not a characteristic of females, while 
61.7% (40.4 + 21.3) were of the view that being logical is a characteristic of males. 
The high number of respondents indicating that being logical is a characteristic of 
females is an indication that females are perceived to be logical. This perspective is 
supported by the mean score being high at 3.76 ± 0.900.  
 
The 22nd characteristic considered for females was that of being skilled in business 
matters. The results indicated that 5.3% of respondents felt that being skilled in 
business matters is not characteristic of females, and 4.3% of respondents felt that 
being skilled in business matters is somewhat uncharacteristic of males. A total of 
39.4% of respondents indicated that being skilled in business matters is neither 
characteristic nor uncharacteristic of females and were thus considered undecided. 
However, 26.6% felt that being skilled in business matters is somewhat 
characteristic of females, and 24.5% felt that being skilled in business matters is 
characteristic of males. In sum, 9.6% (5.3 + 4.3) were of the view that being skilled 
in business matters is not a characteristic of females, while 51.1% (26.6 + 24.5) 
were of the view that being skilled in business matters is a characteristic of males. 
The high number of respondents indicating that being skilled in business matters is 
a characteristic of females is an indication that females are perceived to be skilled 
in business matters. This perspective is supported by the high mean score 
3.61 ± 1.070.   
 
The 23rd and final characteristic considered for females was that of being self-reliant. 
The results indicated that 1.1% of respondents felt that being self-reliant is not 
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characteristic of females, and 5.4% of respondents felt that being self-reliant is 
somewhat uncharacteristic of males. A total of 27.2% of respondents indicated that 
being self-reliant is neither characteristic nor uncharacteristic of females and were 
thus considered undecided. However, 33.7% felt that being self-reliant is somewhat 
characteristic of females, and 32.6% felt that being self-reliant is characteristic of 
males. In sum, 6.5% (1.1 + 5.4) were of the view that being self-reliant is not a 
characteristic of females, while 66.3% (33.7 + 32.6) were of the view that being self-
reliant is a characteristic of males. The high number of respondents indicating that 
being self-reliant is a characteristic of females is an indication that females are 
perceived as self-reliant. This perspective is supported by the mean score being 
high at 3.91 ± 0.957. The following table reports respondents’ perceptions of 
successful middle managers in relation to intrapersonal capabilities.  
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Table 5.31 Ratings of Successful middle managers on Intrapersonal 
capabilities 
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M SD 
1 2 Consistent 3.30% 5.70% 10.60% 32.50% 48.00% 4.16 1.043 
2 7 Leadership ability 2.40% 6.50% 9.80% 29.30% 52.00% 4.22 1.029 
3 22 Intelligent 3.30% 2.40% 13.00% 46.30% 35.00% 4.07 0.934 
4 30 Analytical ability 3.30% 4.10% 18.20% 36.40% 38.00% 4.02 1.016 
5 
35 Able to separate 
feelings from ideas 
4.10% 4.90% 15.60% 38.50% 36.90% 3.99 1.048 
6 36 Competent 3.30% 4.90% 8.90% 33.30% 49.60% 4.21 1.018 
7 47 Objective 7.40% 2.50% 12.30% 41.80% 36.10% 3.97 1.120 
8 50 Firm 3.30% 3.30% 17.10% 44.70% 31.70% 3.98 0.958 
9 51 Prompt 2.40% 4.10% 23.60% 41.50% 28.50% 3.89 0.948 
10 
54 Knows the way of 
the world 
3.30% 8.20% 29.50% 41.00% 18.00% 3.62 0.982 
11 58 Well informed 2.50% 5.80% 19.80% 36.40% 35.50% 3.97 1.008 
12 61 Ambitious 3.30% 6.50% 17.10% 38.20% 35.00% 3.95 1.039 
13 
66 Desires 
responsibility 
3.30% 1.60% 18.00% 48.40% 28.70% 3.98 0.913 
14 67 Self-controlled 2.50% 1.60% 13.10% 40.20% 42.60% 4.19 0.903 
15 69 Decisive 9.80% 1.60% 13.90% 37.70% 36.90% 3.90 1.209 
16 71 Direct 5.00% 3.30% 13.20% 54.50% 24.00% 3.89 0.973 
17 74 Self-confident 1.60% 4.10% 12.20% 47.20% 35.00% 4.10 0.882 
18 76 Steady 4.10% 6.50% 14.60% 52.80% 22.00% 3.82 0.984 
19 77 Assertive 3.30% 4.10% 10.70% 49.60% 32.20% 4.03 0.948 
20 80 Tactful 4.10% 1.60% 22.10% 44.30% 27.90% 3.90 0.966 
21 86 Logical 5.00% 1.70% 11.60% 45.50% 36.40% 4.07 0.998 
22 
87 Skilled in business 
matters 
2.40% 4.10% 9.80% 41.50% 42.30% 4.17 0.938 
23 92 Self-reliant 4.20% 4.20% 21.70% 38.30% 31.70% 3.89 1.035 
 
In terms of the first dimension of Intrapersonal capabilities, namely being consistent, 
3.3% of respondents were of the view that it is not a characteristic of successful 
middle managers, while 5.7% of respondents felt that being consistent is somewhat 
uncharacteristic of successful middle managers. A total of 10.6% of respondents 
indicated that being consistent is neither characteristic nor uncharacteristic of 
successful middle managers. In other words, this category of respondents was 
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undecided. However, 32.5% of respondents considered being consistent as 
somewhat characteristic of successful middle managers, while 48% of respondents 
considered being consistent a characteristic of successful middle manager. In sum, 
9% (3.3 + 5.7) were of the view that being consistent is not a characteristic of 
successful middle managers, while 80.5% (32.5 + 48) were of the view that being 
consistent is a characteristic of successful middle managers. The high number of 
respondents indicating that being consistent is a characteristic of successful middle 
managers is an indication that successful middle managers are perceived to be 
consistent. This perspective is supported by the mean score being high at 
4.16 ± 1.043. 
 
The second characteristic considered for successful middle managers was 
leadership ability. The results indicated that 2.4% of respondents felt that leadership 
ability is not characteristic of successful middle managers, and 6.5% of respondents 
felt that leadership ability is somewhat uncharacteristic of successful middle 
managers. A total of 9.8% of respondents indicated that leadership ability is neither 
characteristic nor uncharacteristic of successful middle managers and were thus 
considered undecided. On the contrary, 29.3% felt that leadership ability is 
somewhat characteristic of successful middle managers, and 52% felt that 
leadership ability is characteristic of successful middle managers. In sum, 8.9% 
(2.4 + 6.5) were of the view that leadership ability is not a characteristic of successful 
middle managers, while 81.3% (29.3 + 52) were of the view that leadership ability is 
a characteristic of successful middle managers. The high number of respondents 
indicating that leadership ability is a characteristic of successful middle managers is 
an indication that successful middle managers are perceived to possess leadership 
abilities. This perspective is supported by the mean score being high at 
4.22 ± 1.029.  
 
The third characteristic considered for successful middle managers was that of 
being intelligent. The results indicated that 3.3% of respondents felt that being 
intelligent is not a characteristic of successful middle managers, and 2.4% of 
respondents felt that being intelligent is somewhat uncharacteristic of successful 
middle managers. A total of 13% of respondents indicated that being intelligent is 
neither characteristic nor uncharacteristic of successful middle managers and were 
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thus undecided. On the contrary, 46.3% felt that being intelligent is somewhat 
characteristic successful middle managers, and 35% felt that being intelligent is 
characteristic of successful middle managers. In sum, 5.7% (3.3 + 2.4) were of the 
view that being intelligent is not a characteristic of successful middle managers, 
while 81.3% (46.3 + 35) were of the view that being intelligent is a characteristic of 
successful middle managers. The higher number of respondents indicating that 
being intelligent is a characteristic of successful middle managers is an indication 
that successful middle managers are perceived to be intelligent. This perspective is 
supported by the mean score being high at 4.70 ± 0.934. 
 
The fourth characteristic considered for successful middle managers was analytical 
ability. The results indicated that 3.3% of respondents felt that analytical ability is 
not characteristic of successful middle managers, and 4.1% of respondents felt that 
analytical ability is somewhat uncharacteristic of successful middle managers. A 
total of 18.2% of respondents indicated that analytical ability is neither characteristic 
nor uncharacteristic of successful middle managers and were thus considered 
undecided. On the opposite end of the scale, 36.4% felt that analytical ability is 
somewhat characteristic of successful middle managers, and 38% felt that analytical 
ability is characteristic of successful middle managers. In sum, 7.4% (3.3 + 4.1) 
were of the view that analytical ability is not a characteristic of successful middle 
managers, while 74.4% (36.4 + 38) were of the view that analytical ability is a 
characteristic of successful middle managers. The higher number of respondents 
indicating that analytical ability is a characteristic of successful middle managers is 
an indication that successful middle managers are perceived to poses analytical 
abilities. This perspective is supported by a high mean score of 4.02 ± 1.016. 
 
The fifth characteristic considered for successful middle managers was that of being 
able to separate feelings from ideas. The results indicated that 4.1% of respondents 
felt that being able to separate feelings from ideas is not characteristic of successful 
middle managers, and 4.9% of respondents felt that being able to separate feelings 
from ideas is somewhat uncharacteristic of successful middle managers. A total of 
15.6% of respondents indicated that being able to separate feelings from ideas is 
neither characteristic nor uncharacteristic of successful middle managers and were 
thus considered undecided. On the contrary, 38.5% felt that being able to separate 
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feelings from ideas is somewhat characteristic of successful middle managers, and 
36.9% felt that being able to separate feelings from ideas is characteristic of 
successful middle managers. In sum, 9% (4.1 + 4.9) were of the view that being able 
to separate feelings from ideas is not a characteristic of successful middle 
managers, while 75.4% (38.5 + 36.9) were of the view that being able to separate 
feelings from ideas is a characteristic of successful middle managers. The high 
number of respondents indicating that being able to separate feelings from ideas is 
a characteristic of successful middle managers is an indication that successful 
middle managers are perceived to be able to separate feelings from ideas. This 
perspective is supported by the mean score being high at 3.99 ± 1.048. 
 
The sixth characteristic considered for successful middle managers was that of 
being competent. The results indicated that 3.3% of respondents felt that being 
competent is not characteristic of successful middle managers, and 4.9% of 
respondents felt that being competent is somewhat uncharacteristic of successful 
middle managers. A total of 8.9% of respondents indicated that being competent is 
neither characteristic nor uncharacteristic of successful middle managers and were 
thus considered undecided. However, 33.3% felt that being competent is somewhat 
characteristic of successful middle managers, and 49.6% felt that being competent 
is characteristic of successful middle managers. In sum, 8.2% (3.3 + 4.9) were of 
the view that being competent is not a characteristic of successful middle managers, 
while 82.9% (33.3 + 49.6) were of the view that being competent is a characteristic 
of successful middle managers. The high number of respondents indicating that 
being competent is a characteristic of successful middle managers is an indication 
that successful middle managers are perceived as competent. This perspective is 
supported by the mean score being high at 4.21 ± 1.018.  
 
The seventh characteristic considered for successful middle managers was that of 
being objective. The results indicated that 7.4% of respondents felt that being 
objective is not characteristic of successful middle managers, and 2.5% of 
respondents felt that being objective is somewhat uncharacteristic of successful 
middle managers. A total of 12.3% of respondents indicated that being objective is 
neither characteristic nor uncharacteristic of successful middle managers and were 
thus considered undecided. However, 41.8% felt that being objective is somewhat 
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characteristic of successful middle managers, and 36.1% felt that being objective is 
characteristic of successful middle managers. In sum, 9.9% (7.4 + 2.5) were of the 
view that being objective is not a characteristic of successful middle managers, while 
77.9% (41.8 + 36.1) were of the view that being objective is a characteristic of 
successful middle managers. The high number of respondents indicating that being 
objective is a characteristic of successful middle managers is an indication that 
successful middle managers are perceived to be objective. This perspective is 
supported by the mean score being high at 3.97 ± 1.120.  
 
The eighth characteristic considered for successful middle managers was that of 
being firm. The results indicated that 3.3% of respondents felt that being firm is not 
characteristic of successful middle managers, and 3.3% of respondents felt that 
being firm is somewhat uncharacteristic of successful middle managers. A total of 
17.1% of respondents indicated that being firm is neither characteristic nor 
uncharacteristic of successful middle managers and were thus undecided. On the 
contrary, 44.7% felt that being firm is somewhat characteristic of successful middle 
managers, and 31.7% felt that being firm is characteristic of successful middle 
managers. In sum, 6.6% (3.3 + 3.3) were of the view that being firm is not a 
characteristic of successful middle managers, while 76.4% (44.7 + 31.7) were of the 
view that being firm is a characteristic of successful middle managers. The high 
number of respondents indicating that being firm is a characteristic of successful 
middle managers is an indication that successful middle managers are perceived to 
be firm. This perspective is supported by the mean score being high at 3.98 ± 0.958. 
 
The ninth characteristic considered for successful middle managers was that of 
being prompt. The results indicated 2.4% of respondents felt that being prompt is 
not characteristic of successful middle managers, and 4.1% of respondents felt that 
being prompt is somewhat uncharacteristic of successful middle managers. A total 
of 23.6% of respondents indicated that being prompt is neither characteristic nor 
uncharacteristic of successful middle managers and were thus undecided. On the 
contrary, 41.5% felt that being prompt is somewhat characteristic of successful 
middle managers, and 28.5% felt that being prompt is characteristic of successful 
middle managers. In sum, 6.5% (2.4 + 4.1) were of the view that being prompt is not 
a characteristic of successful middle managers, while 70% (41.5 + 28.5) were of the 
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view that being prompt is a characteristic of successful middle managers. The higher 
number of respondents indicating that being prompt is a characteristic of successful 
middle managers is an indication that successful middle managers are perceived as 
prompt. This perspective is supported by the mean score being high at 3.89 ± 0.948.  
 
The tenth characteristic considered for successful middle managers was that of 
knowing the way of the world. The results indicated that 3.3% of respondents felt 
that knowing the way of the world is not characteristic of successful middle 
managers, and 8.2% of respondents felt that knowing the way of the world is 
somewhat uncharacteristic of successful middle managers. A total of 29.5% of 
respondents indicated that knowing the way of the world is neither characteristic nor 
uncharacteristic of successful middle managers and were thus undecided. On the 
opposite end of the scale, 41% felt that knowing the way of the world is somewhat 
characteristic of successful middle managers, and 18% felt that knowing the way of 
the world is characteristic of successful middle managers. In sum, 11.5% (3.3 + 8.2) 
were of the view that knowing the way of the world is not a characteristic of 
successful middle managers, while 59% (41 + 18) were of the view that knowing the 
way of the world is a characteristic of successful middle managers. The higher 
number of respondents indicating that knowing the way of the world is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived to know the way of the world. This perspective is supported 
by the mean score being high at 3.62 ± 0.982.  
 
The 11th characteristic considered for successful middle managers was that of being 
well informed. The results indicated that 2.5% of respondents felt that being well 
informed is not characteristic of successful middle managers, and 5.8% of 
respondents felt that being well informed is somewhat uncharacteristic of successful 
middle managers. A total of 19.8% of respondents indicated that being well informed 
is neither characteristic nor uncharacteristic of successful middle managers and 
were thus considered undecided. On the contrary, 36.4% felt that being well 
informed is somewhat characteristic of successful middle managers, and 35.5% felt 
that being well informed is characteristic of successful middle managers. In sum, 
8.3% (2.5 + 5.8) were of the view that being well informed is not a characteristic of 
successful middle managers, while 71.9% (36.4 + 35.5) were of the view that being 
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well informed is a characteristic of successful middle managers. The high number 
of respondents indicating that being well informed is a characteristic of successful 
middle managers is an indication that successful middle managers are perceived to 
be well informed. This perspective is supported by the mean score being high at 
3.97 ± 1.008.  
 
The 12th characteristic considered for successful middle managers was that of being 
ambitious. The results indicated that 3.3% of respondents felt that being ambitious 
is not characteristic of successful middle managers, and 6.5% of respondents felt 
that being ambitious is somewhat uncharacteristic of successful middle managers. 
A total of 17.1% of respondents indicated that being ambitious is neither 
characteristic nor uncharacteristic of successful middle managers and were thus 
considered undecided. However, 38.2% felt that being ambitious is somewhat 
characteristic of successful middle managers, and 35% felt that being ambitious is 
characteristic of successful middle managers. In sum, 9.8% (3.3 + 6.5) were of the 
view that being ambitious is not a characteristic of successful middle managers, 
while 73.2% (38.2 + 35) were of the view that being ambitious is a characteristic of 
successful middle managers. The high number of respondents indicating that being 
ambitious is a characteristic of successful middle managers is an indication that 
successful middle managers are perceived to be ambitious. This perspective is 
supported by the mean score being high at 3.95 ± 1.039.  
 
The 13th characteristic considered for successful middle managers was that of 
desiring responsibility. The results indicated that 3.3% of respondents felt that 
desiring responsibility is not characteristic of successful middle managers, and 1.6% 
of respondents felt that desiring responsibility is somewhat uncharacteristic of 
successful middle managers. A total of 18% of respondents indicated that desiring 
responsibility is neither characteristic nor uncharacteristic of successful middle 
managers and were thus considered undecided. On the contrary, 48.4% felt that 
desiring responsibility is somewhat characteristic of successful middle managers, 
and 28.7% felt that desiring responsibility is characteristic of successful middle 
managers. In sum, 4.9% (3.3 + 1.6) were of the view that desiring responsibility is 
not a characteristic of successful middle managers, while 77.1% (48.4 + 28.7) were 
of the view that desiring responsibility is a characteristic of successful middle 
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managers. The high number of respondents indicating that desiring responsibility is 
a characteristic of successful middle managers is an indication that successful 
middle managers are perceived to desire responsibility. This perspective is 
supported by the mean score being high at 3.98 ± 0.913. 
 
The 14th characteristic considered for successful middle managers was that of being 
self-controlled. The results indicated that 2.5% of respondents felt that being self-
controlled is not characteristic of successful middle managers, and 1.6% of 
respondents felt that being self-controlled is somewhat uncharacteristic of 
successful middle managers. A total of 13.1% of respondents indicated that being 
self-controlled is neither characteristic nor uncharacteristic of successful middle 
managers and were thus undecided. On the contrary, 40.2% felt that being self-
controlled is somewhat characteristic of successful middle managers, and 42.6% 
felt that being self-controlled is characteristic of successful middle managers. In 
sum, 4.1% (2.5 + 1.6) were of the view that being self-controlled is not a 
characteristic of successful middle managers, while 82.8% (40.2 + 42.6) were of the 
view that being self-controlled is a characteristic of successful middle managers. 
The higher number of respondents indicating that being self-controlled is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived to be self-controlled. This perspective is supported the 
mean score being high at 4.19 ± 0.903. 
 
The 15th characteristic considered for successful middle managers was that of being 
decisive. The results indicated that 9.80% of respondents felt that being decisive is 
not characteristic of successful middle managers, and 1.6% of respondents felt that 
being decisive is somewhat uncharacteristic of successful middle managers. A total 
of 13.9% of respondents indicated that being decisive is neither characteristic nor 
uncharacteristic of successful middle managers and were thus undecided. On the 
opposite end of the scale, 37.7% felt that being decisive is somewhat characteristic 
of successful middle managers, and 36.9% felt that being decisive is characteristic 
of successful middle managers. In sum, 11.4% (9.8 + 1.6) were of the view that 
being decisive is not a characteristic of successful middle managers, while 74.6% 
(37.7 + 36.9) were of the view that being decisive is a characteristic of successful 
middle managers. The higher number of respondents indicating that being decisive 
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is a characteristic of successful middle managers is an indication that successful 
middle managers are perceived as decisive. This perspective is supported by the 
mean score being high at 3.90 ± 1.209.  
 
The 16th characteristic considered for successful middle managers was that of being 
direct. The results indicated that 5% of respondents felt that being direct is not 
characteristic of successful middle managers, and 3.3% of respondents felt that 
being direct is somewhat uncharacteristic of successful middle managers. A total of 
13.2% of respondents indicated that being direct is neither characteristic nor 
uncharacteristic of successful middle managers and were thus considered 
undecided. On the contrary, 54.5% felt that being direct is somewhat characteristic 
of successful middle managers, and 24% felt that being direct is characteristic of 
successful middle managers. In sum, 8.3% (5 + 3.3) were of the view that being 
direct is not a characteristic of successful middle managers, while 78.5% (54.5 + 24) 
were of the view that being direct is a characteristic of successful middle managers. 
The high number of respondents indicating that being direct is a characteristic of 
successful middle managers is an indication that successful middle managers are 
perceived to be direct. This perspective is supported by the mean score being high 
at 3.89 ± 0.973. 
 
The 17th characteristic considered for successful middle managers was that of being 
self-confident. The results indicated that 1.6% of respondents felt that being self-
confident is not characteristic of successful middle managers, and 4.1% of 
respondents felt that being self-confident is somewhat uncharacteristic of successful 
middle managers. A total of 12.2% of respondents indicated that being self-confident 
is neither characteristic nor uncharacteristic of successful middle managers and 
were thus considered undecided. However, 47.2% felt that being self-confident is 
somewhat characteristic of successful middle managers, and 35% felt that being 
self-confident is characteristic of successful middle managers. In sum, 5.7% 
(1.6 + 4.1) were of the view that being self-confident is not a characteristic of 
successful middle managers, while 82.2% (47.2 + 35) were of the view that being 
self-controlled is a characteristic of successful middle managers. The high number 
of respondents indicating that being self-controlled is a characteristic of successful 
middle managers is an indication that successful middle managers are perceived as 
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self-confident. This perspective is supported by the mean score being high at 
4.10 ± 0.882. 
 
The 18th characteristic considered for successful middle managers was that of being 
steady. The results indicated that 4.1% of respondents felt that being steady is not 
characteristic of successful middle managers, and 6.5% of respondents felt that 
being steady is somewhat uncharacteristic of successful middle managers. A total 
of 14.6% of respondents indicated that being steady is neither characteristic nor 
uncharacteristic of successful middle managers and were thus undecided. On the 
contrary, 52.8% felt that being steady is somewhat characteristic of successful 
middle managers, and 22% felt that being steady is characteristic of successful 
middle managers. In sum, 10.6% (4.1 + 6.5) were of the view that being steady is 
not a characteristic of successful middle managers, while 74.8% (52.8 + 22) were 
of the view that being steady is a characteristic of successful middle managers. The 
high number of respondents indicating that being steady is a characteristic of 
successful middle managers is an indication that successful middle managers are 
perceived to be steady. This perspective is supported by the mean score being high 
at 3.82 ± 0.984. 
 
The 19th characteristic considered for successful middle managers was that of being 
assertive. The results indicate that 3.3% of respondents felt that being assertive is 
not characteristic of successful middle managers, and 4.1% of respondents felt that 
being assertive is somewhat uncharacteristic of successful middle managers. A total 
of 10.7% of respondents indicated that being assertive is neither characteristic nor 
uncharacteristic of successful middle managers and were thus undecided. On the 
contrary, 49.6% felt that being assertive is somewhat characteristic of successful 
middle managers, and 32.2% felt that being assertive is characteristic of successful 
middle managers. In sum, 7.4% (3.3 + 4.1) were of the view that being assertive is 
not a characteristic of successful middle managers, while 81.8% (49.6 + 32.2) were 
of the view that being assertive is a characteristic of successful middle managers. 
The higher number of respondents indicating that being assertive is a characteristic 
of successful middle managers is an indication that successful middle managers are 
perceived as assertive. This perspective is supported by the mean score being high 
at 4.03 ± 0.948. 
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The 20th characteristic considered for successful middle managers was that of being 
tactful. The results indicated that 4.1% of respondents felt that being tactful is not 
characteristic of successful middle managers, and 1.6% of respondents felt that 
being tactful is somewhat uncharacteristic. A total of 22.1% of respondents indicated 
that being tactful is neither characteristic nor uncharacteristic of successful middle 
managers and were thus undecided. On the opposite end of the scale, 44.3% felt 
that being tactful is somewhat characteristic of successful middle managers, and 
27.9% felt that being tactful is characteristic of successful middle managers. In sum, 
5.7% (4.1 + 1.6) were of the view that being tactful is not a characteristic of 
successful middle managers, while 72.2% (44.3 + 27.9) were of the view that being 
tactful is a characteristic of successful middle managers. The higher number of 
respondents indicating that being tactful is a characteristic of successful middle 
managers is an indication that successful middle managers are perceived as tactful. 
This perspective is supported by the mean score being high at 3.90 ± 0.966.  
 
The 21st characteristic considered for successful middle managers was that of being 
logical. The results indicated that 5% of respondents felt that being logical is not 
characteristic of successful middle managers, and 1.7% of respondents felt that 
being logical is somewhat uncharacteristic of successful middle managers. A total 
of 11.6% of respondents indicated that being logical is neither characteristic nor 
uncharacteristic of successful middle managers and were thus considered 
undecided. On the contrary, 45.5% felt that being logical is somewhat characteristic 
of successful middle managers, and 36.4% felt that being logical is characteristic of 
successful middle managers. In sum, 6.7% (5 + 1.7) were of the view that being 
logical is not a characteristic of successful middle managers, while 81.9% 
(45.5 + 36.4) were of the view that being logical is a characteristic of successful 
middle managers. The high number of respondents indicating that being logical is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived to be logical. This perspective is supported by the high 
mean score of 4.07 ± 0.998.  
 
The 22nd characteristic considered for successful middle managers was that of being 
skilled in business matters. The results indicated that 2.4% of respondents felt that 
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being skilled in business matters is not characteristic of successful middle 
managers, and 4.1% of respondents felt that being skilled in business matters is 
somewhat uncharacteristic of successful middle managers. A total of 9.8% of 
respondents indicated that being skilled in business matters is neither characteristic 
nor uncharacteristic of successful middle managers and were thus considered 
undecided. However, 41.5% felt that being skilled in business matters is somewhat 
characteristic of successful middle managers, and 42.3% felt that being skilled in 
business matters is characteristic of successful middle managers. In sum, 6.5% 
(2.4 + 4.1) were of the view that being skilled in business matters is not a 
characteristic of successful middle managers, while 83.8% (41.5 + 42.3) were of the 
view that being skilled in business matters is a characteristic of successful middle 
managers. The high number of respondents, indicating that being skilled in business 
matters is a characteristic of successful middle managers is an indication that 
successful middle managers are perceived to be skilled in business matters. This 
perspective is supported by the mean score being high at 4.17 ± 0.938. 
 
The 23rd and final characteristic considered for successful middle managers was 
that of being self-reliant. The results indicated that 4.20% of respondents felt that 
being self-reliant is not characteristic of successful middle managers, and 4.2% of 
respondents felt that being self-reliant is somewhat uncharacteristic of successful 
middle managers. A total of 21.7% of respondents indicated that being self-reliant 
is neither characteristic nor uncharacteristic of successful middle managers and 
were thus considered undecided. However, 38.3% felt that being self-reliant is 
somewhat characteristic of successful middle managers, and 31.7% felt that being 
self-reliant is characteristic of successful middle managers. In sum, 8.4% (4.2 + 4.2) 
were of the view that being self-reliant is not a characteristic of successful middle 
managers, while 70% (38.3 + 31.7) were of the view that being self-reliant is a 
characteristic of successful middle managers. The high number of respondents 
indicating that being self-reliant is a characteristic of successful middle managers is 
an indication that successful middle managers are perceived as self-reliant. This 
perspective is supported by the mean score being high at 3.89 ± 1.035. The 
following table reports respondents’ perceptions of males in relation to intrapersonal 
capabilities  
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Table 5.32 Ratings of Males on Intrapersonal capabilities 
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M SD 
1 2 Consistent 0.00% 10.30% 22.70% 47.40% 19.60% 3.76 0.887 
2 7 Leadership ability 1.00% 5.20% 19.80% 43.80% 30.20% 3.97 0.900 
3 22 Intelligent 1.00% 2.10% 29.90% 39.20% 27.80% 3.91 0.867 
4 30 Analytical ability 1.00% 8.20% 21.60% 41.20% 27.80% 3.87 0.953 
5 
35 Able to separate 
feelings from ideas 
6.20% 6.20% 26.80% 29.90% 30.90% 3.73 1.150 
6 36 Competent 1.00% 6.20% 26.80% 32.00% 34.00% 3.92 0.975 
7 47 Objective 4.10% 4.10% 30.90% 40.20% 20.60% 3.69 0.983 
8 50 Firm 2.10% 3.10% 25.80% 47.40% 21.60% 3.84 0.874 
9 51 Prompt 3.10% 7.20% 30.90% 39.20% 19.60% 3.65 0.979 
10 
54 Knows the way of 
the world 
2.10% 5.20% 25.00% 51.00% 16.70% 3.75 0.871 
11 58 Well informed 1.10% 8.50% 29.80% 43.60% 17.00% 3.67 0.897 
12 61 Ambitious 1.10% 3.20% 20.00% 38.90% 36.80% 4.07 0.890 
13 
66 Desires 
responsibility 
3.10% 5.20% 19.60% 48.50% 23.70% 3.85 0.950 
14 67 Self-controlled 1.00% 9.30% 23.70% 39.20% 26.80% 3.81 0.972 
15 69 Decisive 3.20% 10.50% 23.20% 48.40% 14.70% 3.61 0.971 
16 71 Direct 3.10% 1.00% 23.70% 51.50% 20.60% 3.86 0.866 
17 74 Self-confident 2.10% 4.20% 19.80% 42.70% 31.30% 3.97 0.934 
18 76 Steady 3.20% 6.30% 34.70% 34.70% 21.10% 3.64 0.988 
19 77 Assertive 2.20% 5.40% 18.50% 46.70% 27.20% 3.91 0.934 
20 80 Tactful 2.10% 14.40% 25.80% 37.10% 20.60% 3.60 1.037 
21 86 Logical 3.10% 2.10% 22.70% 47.40% 24.70% 3.89 0.911 
22 
87 Skilled in business 
matters 
1.00% 2.10% 22.90% 47.90% 26.00% 3.96 0.820 
23 92 Self-reliant 5.20% 5.20% 22.70% 38.10% 28.90% 3.80 1.077 
 
In terms of the first dimension for the male’s intrapersonal capabilities, namely being 
consistent, none of the respondents were of the view that it is not a characteristic of 
males, while 10.3% of respondents felt that being consistent is somewhat 
uncharacteristic of males. A total of 22.7% of respondents indicated that being 
consistent is neither characteristic nor uncharacteristic of males. In other words, this 
category of respondents was undecided. However, 47.4% of respondents 
considered being consistent as somewhat characteristic of males, while 19.6% of 
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respondents considered being consistent as a characteristic of males. In sum, 
10.3% (0 + 10.3) were of the view that being consistent is not a characteristic of 
males, while 67% (47.4 + 19.6) were of the view that being consistent is a 
characteristic of males. The high number of respondents indicating that being 
consistent is a characteristic of males is an indication that males are perceived to 
be consistent. This perspective is supported by the mean score being high at 
3.76 ± 0.887.  
 
The second characteristic considered for males was leadership ability. The results 
indicated that 1% of respondents felt that leadership ability is not characteristic of 
males, and 5.2% of respondents felt that leadership ability is somewhat 
uncharacteristic of males. A total of 19.8% of respondents indicated that leadership 
ability is neither characteristic nor uncharacteristic of males and were thus 
undecided. On the contrary, 43.8% felt that leadership ability is somewhat 
characteristic of males, and 30.2% felt that leadership ability is characteristic of 
males. In sum, 6.2% (1 + 5.2) were of the view that leadership ability is not a 
characteristic of males, while 74% (43.8 + 30.2) were of the view that leadership 
ability is a characteristic of males. The high number of respondents indicating that 
leadership ability is a characteristic of males is an indication that males are 
perceived to have leadership abilities. This perspective is supported by the mean 
score being high at 3.97 ± 0.900.  
 
The third characteristic considered for males was that of being intelligent. The 
results indicated that 1% of respondents felt that being intelligent is not characteristic 
of males, and 2.1% of respondents felt that being intelligent is somewhat 
uncharacteristic of males. A total of 29.9% of respondents indicated that being 
intelligent is neither characteristic nor uncharacteristic of males and were thus 
considered undecided. On the contrary, 39.2% felt that being intelligent is somewhat 
characteristic of males and 27.8% felt that being intelligent is characteristic of males. 
In sum, 3.1% (1 + 2.1) were of the view that being intelligent is not a characteristic 
of males, while 67% (39.3 + 27.8) were of the view that being intelligent is a 
characteristic of males. The higher number of respondents indicating that being 
intelligent is a characteristic of males is an indication of the perception that males 
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are intelligent. This perspective is supported by the mean score being high at 
3.91 ± 0.867.  
 
The fourth characteristic considered for males was analytical ability. The results 
indicated that 1% of respondents felt that analytical ability is not characteristic of 
males, and 8.2% of respondents felt that analytical ability is somewhat 
uncharacteristic of males. A total of 21.6% of respondents indicated that analytical 
ability is neither characteristic nor uncharacteristic of males and were thus 
undecided. On the opposite end of the scale, 41.2% felt that analytical ability is 
somewhat characteristic of males, and 27.8% felt that analytical ability is 
characteristic of males. In sum, 9.2% (1 + 8.2) were of the view that analytical ability 
is not a characteristic of males, while 69% (41.3 + 27.8) were of the view that 
analytical ability is a characteristic of males. The higher number of respondents 
indicating that analytical ability is a characteristic of males is an indication of the 
perception that males have analytical ability. This perspective is supported by the 
mean score being high at 3.87 ± 0.953.  
 
The fifth characteristic considered for males was that of being able to separate 
feelings from ideas. The results indicated that 6.2% of respondents felt that being 
able to separate feelings from ideas is not characteristic of males, and 6.2% of 
respondents felt that being able to separate feelings from ideas is somewhat 
uncharacteristic of males. A total of 26.8% of respondents indicated that being able 
to separate feelings from ideas is neither characteristic nor uncharacteristic of males 
and were thus considered undecided. On the contrary, 29.9% felt that being able to 
separate feelings from ideas is somewhat characteristic of males, and 30.9% felt 
that being able to separate feelings from ideas is characteristic of males. In sum, 
12.4% (6.2 + 6.2) were of the view that being able to separate feelings from ideas is 
not a characteristic of males, while 60.8% (29.9 + 30.9) were of the view that being 
able to separate feelings from ideas is a characteristic of males. The high number 
of respondents indicating that being able to separate feelings from ideas is a 
characteristic of males is an indication of the perception that males are able to 
separate feelings from ideas. This perspective is supported by the mean score being 
high at 3.73 ± 1.150.  
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The sixth characteristic considered for males is that of being competent. The results 
indicated that 1% of respondents felt that being competent is not characteristic of 
males, and 6.2% of respondents felt that being competent is somewhat 
uncharacteristic of males. A total of 26.8% of respondents indicated that being 
competent is neither characteristic nor uncharacteristic of males and were thus 
considered undecided. However, 32% felt that being competent is somewhat 
characteristic of males, and 34% felt that being competent is characteristic of males. 
In sum, 7.2% (1 + 6.2) were of the view that being competent is not a characteristic 
of males, while 66% (32 + 34) were of the view that being competent is a 
characteristic of males. The high number of respondents indicating that being 
competent is a characteristic of males is an indication that males are perceived as 
competent. This perspective is supported by the mean score being high at 
3.92 ± 0.975.  
 
The seventh characteristics considered for males was that of being objective. The 
results indicated that 4.1% of respondents felt that being objective is not 
characteristic of males, and 4.1% of respondents felt that being objective is 
somewhat uncharacteristic of males. A total of 30.9% of respondents indicated that 
being objective is neither characteristic nor uncharacteristic of males and were thus 
considered undecided. However, 40.2% felt that being objective is somewhat 
characteristic of males, and 20.6% felt that being objective is characteristic of males. 
In sum, 8.2% (4.1 + 4.1) were of the view that being objective is not a characteristic 
of males, while 60.8% (40.2 + 20.6) were of the view that being objective is a 
characteristic of males. The high number of respondents indicating that being 
objective is a characteristic of males is an indication that are perceived as objective. 
This perspective is supported by the mean score being high at 3.69 ± 0.983.  
 
The eighth characteristic considered for males was that of being firm. The results 
indicated that 2.1% of respondents felt that being firm is not characteristic of males, 
and 3.1% of respondents felt that being firm is somewhat uncharacteristic of males. 
A total of 25.8% of respondents indicated that being firm is neither characteristic nor 
uncharacteristic of males and were thus undecided. On the contrary, 47.4% felt that 
being firm is somewhat characteristic of males, and 21.7% felt that being firm is 
characteristic of males. In sum, 5.2% (2.1 + 3.1) were of the view that being firm is 
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not a characteristic of males, while 69% (47.4 + 21.6) were of the view that being 
firm is a characteristic of males. The high number of respondents claiming that being 
firm is a characteristic of males is an indication that males are perceived to be firm. 
This perspective is supported by the mean score being high at 3.84 ± 0.874.  
 
The ninth characteristic considered for males was that of being prompt. The results 
indicated that 3.1% of respondents felt that being prompt is not characteristic of 
males, and 7.2% of respondents felt that being prompt is somewhat uncharacteristic 
of males. A total of 30.9% of respondents indicated that being prompt is neither 
characteristic nor uncharacteristic of males and were thus undecided. On the 
contrary, 39.2% felt that being prompt is somewhat characteristic of males, and 
19.6% felt that being prompt is characteristic of males. In sum, 10.3% (3.1 + 7.2) 
were of the view that being prompt is not a characteristic of males, while 58.8% 
(39.2 + 19.6) were of the view that being prompt is a characteristic of males. The 
higher number of respondents indicating that being prompt is a characteristic of 
males is an indication that males are perceived as being prompt. This perspective 
is supported by the mean score being high at 3.65 ± 0.979. 
 
The tenth characteristic considered for males was that of knowing the way of the 
world. The results indicated that 2.1% of respondents felt that knowing the way of 
the world is not characteristic of males, and 5.2% of respondents felt that knowing 
the way of the world is somewhat uncharacteristic of males. A total of 25% of 
respondents indicated that knowing the way of the world is neither characteristic nor 
uncharacteristic of males and were thus undecided. On the opposite end of the 
scale, 51% felt that knowing the way of the world is somewhat characteristic of 
males, and 16.7% felt that knowing the way of the world is characteristic of males. 
In sum, 7.3% (2.1 + 5.2) were of the view that knowing the way of the world is not a 
characteristic of males, while 67.7% (51 + 16.7) were of the view that knowing the 
way of the world is a characteristic of males. The higher number of respondents 
indicating that knowing the way of the world is a characteristic of males is an 
indication that are perceived to know the way of the world. This perspective is 
supported by the mean score being high at 3.75 ± 0.871.   
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The 11th characteristic considered for males was that of being well informed. The 
results indicated that 1.1% of respondents felt that being well informed is not 
characteristic of males, and 8.5% of respondents felt that being well informed is 
somewhat uncharacteristic of males. A total of 29.8% of respondents indicated that 
being well informed is neither characteristic nor uncharacteristic of males and were 
thus considered undecided. On the contrary, 43.6% felt that being well informed is 
somewhat characteristic of males, and 17% felt that being well informed is 
characteristic of males. In sum, 9.6% (1.1 + 8.5) were of the view that being well 
informed is not a characteristic of males, while 60.6% (43.6 + 17) were of the view 
that being well informed is a characteristic of males. The high number of 
respondents indicating that being well informed is a characteristic of males is an 
indication that males are perceived to be well informed. This perspective is 
supported by the high mean score of 3.67 ± 0.897.  
 
The 12th characteristic considered for males was that of being ambitious. The results 
indicated that 1.1% of respondents felt that being ambitious is not characteristic of 
males, and 3.2% of respondents felt that being ambitious is somewhat 
uncharacteristic of males. A total of 20% of respondents indicated that being 
ambitious is neither characteristic nor uncharacteristic of males and were thus 
considered undecided. However, 38.9% felt that being ambitious is somewhat 
characteristic of males, and 36.80% felt that being ambitious is characteristic of 
males. In sum, 4.3% (1.1 + 3.2) were of the view that being ambitious is not a 
characteristic of males, while 75.7% (38.90 + 36.8) were of the view that being 
ambitious is a characteristic of males. The high number of respondents claiming that 
being ambitious is a characteristic of males is an indication that males are perceived 
as ambitious. This perspective is supported by the mean score being high at 
4.07 ± 0.890.  
 
The 13th characteristic considered for males was that of desiring responsibility. The 
results indicated that 3.1% of respondents felt that desiring responsibility is not 
characteristic of males, and 5.2% of respondents felt that desiring responsibility is 
somewhat uncharacteristic of males. A total of 19.6% of respondents indicated that 
desiring responsibility is neither characteristic nor uncharacteristic of males and 
were thus undecided. On the contrary, 48.5% felt that desiring responsibility is 
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somewhat characteristic of males, and 23.7% felt that desiring responsibility is 
characteristic of males. In sum, 8.3% (3.1 + 5.2) were of the view that desiring 
responsibility is not a characteristic of males, while 72.2% (48.5 + 23.7) were of the 
view that desiring responsibility is a characteristic of males. The high number of 
respondents indicating that desiring responsibility is a characteristic of males is an 
indication that males are perceived to desire responsibility. This perspective is 
supported by the mean score being high at 3.85 ± 0.950.  
 
The 14th characteristic considered for males was that of being self-controlled. The 
results indicated that 1% of respondents felt that being self-controlled is not 
characteristic of males, and 9.3% of respondents felt that being self-controlled is 
somewhat uncharacteristic of males. A total of 23.7% of respondents indicated that 
being self-controlled is neither characteristic nor uncharacteristic of males and were 
thus undecided. On the contrary, 39.2% felt that being self-controlled is somewhat 
characteristic of males, and 26.8% felt that being self-controlled is characteristic of 
males. In sum, 10.3% (1 + 9.3) were of the view that being self-controlled is not a 
characteristic of males, while 66% (39.2 + 26.8) were of the view that being self-
controlled is a characteristic of males. The higher number of respondents indicating 
that being self-controlled is a characteristic of males is an indication that males are 
perceived to be self-controlled. This perspective is supported by the mean score 
being high at 3.81 ± 0.972.  
 
The 15th characteristic considered for males was that of being decisive. The results 
indicated that 3.2% of respondents felt that being decisive is not characteristic of 
males, and 10.5% of respondents felt that being decisive is somewhat 
uncharacteristic of males. A total of 23.2% of respondents indicated that being 
decisive is neither characteristic nor uncharacteristic of males and were thus 
undecided. On the opposite end of the scale, 48.4% felt that being decisive is 
somewhat characteristic of males, and 14.7% felt that being decisive is 
characteristic of males. In sum, 13.7% (3.2 + 10.5) were of the view that being 
decisive is not a characteristic of males, while 63.1% (48.4 + 14.7) were of the view 
that being decisive is a characteristic of males. The higher number of respondents 
indicating that being decisive is a characteristic of males is an indication that males 
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are perceived as decisive. This perspective is supported by the mean score being 
high at 3.61 ± 0.971.  
 
The 16th characteristic considered for males was that of being direct. The results 
indicated that 3.1% of respondents felt that being direct is not characteristic of 
males, and 1% of respondents felt that being direct is somewhat uncharacteristic of 
males. A total of 23.7% of respondents indicated that being direct is neither 
characteristic nor uncharacteristic of males and were thus considered undecided. 
On the contrary, 51.5% felt that being direct is somewhat characteristic of males, 
and 20.6% felt that being direct is characteristic of males. In sum, 4.1% (3.10 + 1) 
were of the view that being direct is not a characteristic of males, while 72.1% 
(51.5 + 20.6) were of the view that being direct is a characteristic of males. The high 
number of respondents indicating that being direct is a characteristic of males is an 
indication that males are perceived to be direct. This perspective is supported by 
the mean score being high at 3.86 ± 0.866.  
 
The 17th characteristic considered for males was that of being self-confident. The 
results indicated that 2.1% of respondents felt that being self-confident is not 
characteristic of males, and 4.2% of respondents felt that being self-confident is 
somewhat uncharacteristic of males. A total of 19.8% of respondents indicated that 
being self-confident is neither characteristic nor uncharacteristic of males and were 
thus considered undecided. However, 42.7% felt that being self-confident is 
somewhat characteristic of males, and 31.30% felt that being self-confident is 
characteristic of males. In sum, 6.3% (2.1 + 4.2) were of the view that being self-
confident is not a characteristic of males, while 74% (42.7 + 31.3) were of the view 
that being self-confident is a characteristic of males. The high number of 
respondents indicating that being self-controlled is a characteristic of males is an 
indication that males are perceived as self-confident. This perspective is supported 
by the mean score being high at 3.97 ± 0.934. 
 
The 18th characteristic considered for males was that of being steady. The results 
indicated that 3.2% of respondents felt that being steady is not characteristic of 
males, and 6.3% of respondents felt that being steady is somewhat uncharacteristic 
of males. A total of 34.7% of respondents indicated that being steady is neither 
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characteristic nor uncharacteristic of males and were thus undecided. On the 
contrary, 34.7% felt that being steady is somewhat characteristic of males, and 
21.1% felt that being steady is characteristic of males. In sum, 9.5% (3.2 + 6.3) were 
of the view that being steady is not a characteristic of males, while 55.8% 
(34.7 + 21.1) were of the view that being steady is a characteristic of males. The 
high number of respondents claiming that being steady is a characteristic of males 
is an indication that males are perceived to be steady. This perspective is supported 
by the mean score being high at 3.64 ± 0.988.  
 
The 19th characteristic considered for males was that of being assertive. The results 
indicated that 2.2% of respondents felt that being assertive is not characteristic of 
males, and 5.4% of respondents felt that being assertive is somewhat 
uncharacteristic of males. A total of 18.5% of respondents indicated that being 
assertive is neither characteristic nor uncharacteristic of males and were thus 
undecided. On the contrary, 46.7% felt that being assertive is somewhat 
characteristic of males, and 27.2% felt that being assertive is characteristic of males. 
In sum 7.6% (2.2 + 5.4) were of the view that being assertive is not a characteristic 
of males, while 73.9% (46.7 + 27.2) were of the view that being assertive is a 
characteristic of males. The higher number of respondents indicating that being 
assertive is a characteristic of males is an indication of the perception that males 
are perceived as assertive. This perspective is supported by the mean score being 
high at 3.91 ± 0.934.  
 
The 20th characteristic considered for males was that of being tactful. The results 
indicated that 2.1% of respondents felt that being tactful is not characteristic of 
males, and 14.4% of respondents felt that being tactful is somewhat uncharacteristic 
of males. A total of 25.8% of respondents indicated that being tactful is neither 
characteristic nor uncharacteristic of males and were thus undecided. On the 
opposite end of the scale, 37.1% felt that being tactful is somewhat characteristic of 
males, and 20.60% felt that being tactful is characteristic of males. In sum, 16.5% 
(2.1 + 14.4) were of the view that being tactful is not a characteristic of males, while 
57.7% (37.1 + 20.6) were of the view that being tactful is a characteristic of males. 
The higher number of respondents indicating that being tactful is a characteristic of 
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males is an indication that males are perceived as tactful. This perspective is 
supported by the mean score being high at 3.60 ± 1.037. 
 
The 21st characteristic considered for males was that of being logical. The results 
indicated that 3.1% of respondents felt that being logical is not characteristic of 
males, and 2.1% of respondents felt that being logical is somewhat uncharacteristic 
of males. A total of 22.7% of respondents indicated that being logical is neither 
characteristic nor uncharacteristic of males and were thus considered undecided. 
On the contrary, 47.4% felt that being logical is somewhat characteristic of males, 
and 24.7% felt that being logical is characteristic of males. In sum, 5.2% (3.1 + 2.1) 
were of the view that being logical is not a characteristic of males, while 72.1% 
(47.4 + 24.7) were of the view that being logical is a characteristic of males. The 
high number of respondents indicating that being logical is a characteristic of males 
is an indication that males are perceived to be logical. This perspective is supported 
by the mean score being high at 3.89 ± 0.911.  
 
The 22nd characteristic considered for males was that of being skilled in business 
matters. The results indicated that 1.0% of respondents felt that being skilled in 
business matters is not characteristic of males, and 2.1% of respondents felt that 
being skilled in business matters is somewhat uncharacteristic of males. A total of 
22.9% of respondents indicated that being skilled in business matters is neither 
characteristic nor uncharacteristic of males and were thus considered undecided. 
However, 47.9% felt that being skilled in business matters is somewhat 
characteristic of males, and 26% felt that being skilled in business matters is 
characteristic of males. In sum, 3.1% (1 + 2.1) were of the view that being skilled in 
business matters is not a characteristic of males, while 73.9% (47.9 + 26) were of 
the view that being skilled in business matters is a characteristic of males. The high 
number of respondents indicating that being skilled in business matters is a 
characteristic of males is an indication that males are perceived to be skilled in 
business matters. This perspective is supported by the mean score being high at 
3.96 ± 0.820. 
 
The 23rd and final characteristic considered for males was that of being self-reliant. 
The results indicated that 5.2% of respondents felt that being self-reliant is not 
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characteristic of males, and 5.2% of respondents felt that being self-reliant is 
somewhat uncharacteristic of males. A total of 22.7% of respondents indicated that 
being self-reliant is neither characteristic nor uncharacteristic of males and were 
thus considered undecided. However, 38.1% felt that being self-reliant is somewhat 
characteristic of males, and 28.9% felt that being self-reliant is characteristic of 
males. In sum, 10.4% (5.2 + 5.2) were of the view that being self-reliant is not a 
characteristic of males, while 67% (38.1 + 28.9) were of the view that being self-
reliant is a characteristic of males. The high number of respondents indicating that 
being self-reliant is a characteristic of males is an indication that males are perceived 
to be self-reliant. This perspective is supported by the mean score being high at 
3.80 ± 1.077. The following section explores the category of interpersonal 
capabilities.  
 
5.5.4 Interpersonal capabilities 
 
The Interpersonal capabilities factor was composed of nine characteristics. The 
following section reviews the feedback from participants on ratings of the SDI across 
the four rating categories: African female leaders, Females, Successful middle 
managers, and Males. The first results analysed are those of respondents’ ratings of 
African female leaders in relation to the interpersonal capabilities.  
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Table 5.33 Ratings of African female leaders on Interpersonal capabilities   
It
e
m
 n
u
m
b
e
r 
It
e
m
 n
a
m
e
  
N
o
t 
C
h
a
ra
c
te
ri
s
ti
c
 
S
o
m
e
w
h
a
t 
U
n
c
h
a
ra
c
te
ri
s
ti
c
 
N
e
it
h
e
r 
C
h
a
ra
c
te
ri
s
ti
c
 n
o
r 
U
n
c
h
a
ra
c
te
ri
s
ti
c
 
S
o
m
e
w
h
a
t 
C
h
a
ra
c
te
ri
s
ti
c
 
C
h
a
ra
c
te
ri
s
ti
c
 
M SD 
1 4 Sympathetic 8.00% 11.00% 26.00% 37.00% 18.00% 3.46 1.150 
2 
8 Values pleasant 
surroundings 
1.00% 5.00% 25.70% 38.60% 29.70% 3.91 0.918 
3 37 Understanding 3.00% 4.00% 28.00% 41.00% 24.00% 3.79 0.957 
4 42 Grateful 5.90% 8.90% 22.80% 35.60% 26.70% 3.68 1.140 
5 
45 Aware of feelings of 
others 
4.00% 13.00% 30.00% 29.00% 24.00% 3.56 1.113 
6 52 Intuitive 1.00% 10.90% 30.70% 40.60% 16.80% 3.61 0.927 
7 
53 Humanitarian 
values 
2.00% 8.90% 27.70% 36.60% 24.80% 3.73 0.999 
8 81 Helpful 1.00% 7.90% 19.80% 42.60% 28.70% 3.90 0.943 
9 90 Kind 3.00% 6.00% 26.00% 40.00% 25.00% 3.78 0.991 
 
In terms of the first dimension of Interpersonal capabilities for African female 
leaders, namely being sympathetic, 8% of respondents were of the view that it is not 
a characteristic of African female leaders, while 11% of respondents felt that being 
sympathetic is somewhat uncharacteristic of African female leaders. A total of 26% 
of respondents indicated that being sympathetic is neither characteristic nor 
uncharacteristic of African female leaders. In other words, this category of 
respondents was undecided. However, 37% of respondents considered being 
sympathetic as somewhat characteristic of African female leaders, while 18% of 
respondents considered being sympathetic as a characteristic of African female 
leaders. In sum, 19% (8 + 11) were of the view that being sympathetic is not a 
characteristic of African female leaders, while 55% (37 + 18) were of the view that 
being sympathetic is a characteristic of African female leaders. The high number of 
respondents indicating that being sympathetic is a characteristic of African female 
leaders is an indication that African female leaders are perceived as sympathetic. 
This perspective is supported by the mean score being moderately high at 
3.46  1.150. 
 
The second characteristic considered for African female leaders was the 
characteristic of valuing pleasant surroundings. The results indicated that 1% of 
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respondents felt that valuing pleasant surroundings is not characteristic of African 
female leaders, and 5% of respondents felt that valuing pleasant surroundings is 
somewhat uncharacteristic of African female leaders. A total of 25.7% of 
respondents indicated that valuing pleasant surroundings is neither characteristic 
nor uncharacteristic of African female leaders, and thus were undecided. On the 
contrary, 38.6% felt that valuing pleasant surroundings is somewhat characteristic 
of African female leaders, and 29.7% felt that valuing pleasant surroundings is 
characteristic of African female leaders. In sum, 6% (1 + 5) were of the view that 
valuing pleasant surroundings is not a characteristic of African female leaders, while 
68.3% (38.6 + 29.7) were of the view that valuing pleasant surroundings is a 
characteristic of African female leaders. The high number of respondents indicating 
that valuing pleasant surroundings is a characteristic of African female leaders is an 
indication that African female leaders are perceived to value pleasant surroundings. 
This perspective is supported by the mean score being high at 3.91  0.918.  
 
The third characteristic considered for African female leaders was understanding, 
which relates to the ability to empathise. The results indicated that 3% of 
respondents felt that being understanding is not characteristic of African female 
leaders, and 4% of respondents felt that being understanding is somewhat 
uncharacteristic of African female leaders. A total of 28% of respondents indicated 
that being understanding is neither characteristic nor uncharacteristic of African 
female leaders, thus were undecided. On the contrary, 41% felt that being 
understanding is somewhat characteristic of African female leaders, and 24% felt 
that being understanding is characteristic of African female leaders. In sum, 7% 
(3 + 4) were of the view that being understanding is not a characteristic of African 
female leaders, while 65% (41 + 24) were of the view that being understanding is a 
characteristic of African female leaders. The higher number of respondents 
indicating that being understanding is a characteristic of African female leaders is 
an indication that African female leaders are perceived to be understanding. This 
perspective is supported by the mean score being high at 3.79  0.957.   
 
The fourth characteristic considered for African female leaders was that of being 
grateful. The results indicated that 5.9% of respondents felt that being grateful is not 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
226 
 
characteristic of African female leaders, and 8.9% of respondents felt that being 
grateful is somewhat uncharacteristic of African female leaders. A total of 22.8% of 
respondents indicated that being grateful is neither characteristic nor 
uncharacteristic of African female leaders, and thus were undecided. On the 
opposite end of the scale, 35.6% felt that being grateful is somewhat characteristic 
of African female leaders, and 26.7% felt that being grateful is characteristic of 
African female leaders. In sum, 14.80% (5.9 + 8.9) were of the view that being 
grateful is not a characteristic of African female leaders, while 62.3% (35.6 + 26.7) 
were of the view that being grateful is a characteristic of African female leaders. The 
higher number of respondents indicating that being grateful is a characteristic of 
African female leaders is an indication that African female leaders are perceived as 
grateful. This perspective is supported by the mean score being high at 
3.68  1.140.  
 
The fifth characteristic considered for African female leaders was that of being aware 
of the feelings of others. The results indicated that 4% of respondents felt that being 
aware of the feelings of others is not characteristic of African female leaders, and 
13% of respondents felt that being aware of the feelings of others is somewhat 
uncharacteristic of African female leaders. A total of 30% of respondents indicated 
that being aware of the feelings of others is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. On 
the contrary, 29% felt that being aware of the feelings of others is somewhat 
characteristic of African female leaders, and 24% felt that being aware of the feelings 
of others was characteristic of African female leaders. In sum, 17% (4 + 13) were of 
the view that being aware of the feelings of others is not a characteristic of African 
female leaders, while 53% (29 + 24) were of the view that being aware of the 
feelings of others is a characteristic of African female leaders. The high number of 
respondents indicating that being aware of the feelings of others is a characteristic 
of African female leaders is an indication that African female leaders are perceived 
to be aware of the feelings of others. This perspective is supported by the mean 
score being high at 3.56  1.113.   
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The sixth characteristic considered for African female leaders was that of being 
intuitive. The results indicated that 1% of respondents felt that being intuitive is not 
characteristic of African female leaders, and 10.9% of respondents felt that being 
intuitive is somewhat uncharacteristic of African female leaders. A total of 30.7% of 
respondents indicated that being intuitive is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. 
However, 40.6% felt that being intuitive is somewhat characteristic of African female 
leaders, and 16.80% felt that being intuitive is characteristic of African female 
leaders. In sum, 11.90% (1 + 10.9) were of the view that being intuitive is not a 
characteristic of African female leaders, while 57.4% (40.6 + 16.8) were of the view 
that being intuitive is a characteristic of African female leaders. The high number of 
respondents indicating that being intuitive is a characteristic of African female 
leaders is an indication that African female leaders are perceived as intuitive. This 
perspective is supported by the mean score being high at 3.61  0.927.  
 
The seventh characteristic considered for African female leaders was that of having 
humanitarian values. The results indicated that 2% of respondents felt that 
humanitarian values are not characteristic of African female leaders, 8.9% of 
respondents felt that humanitarian values are somewhat uncharacteristic of African 
female leaders. A total of 27.7% of respondents indicated that humanitarian values 
are neither characteristic nor uncharacteristic of African female leaders and were 
thus undecided. On the opposite end of the scale, 36.6% felt that humanitarian 
values are somewhat characteristic of African female leaders, and 24.8% felt that 
humanitarian values are a characteristic of African female leaders. In sum, 10.9% 
(2 + 8.9) were of the view that humanitarian values are not a characteristic of African 
female leaders, while 61.4% (36.6 + 24.8) were of the view that humanitarian values 
are a characteristic of African female leaders. The higher number of respondents 
indicating that humanitarian values are a characteristic of African female leaders is 
an indication that African female leaders are perceived to possess humanitarian 
values. This perspective is supported by the mean score being high at 
3.73  0.999.  
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The eighth characteristic considered for African female leaders was that of being 
helpful. The results indicated that 1% of respondents felt that being helpful is not 
characteristic of African female leaders, and 7.9% of respondents felt that being 
helpful is somewhat uncharacteristic of African female leaders. A total of 19.8% of 
respondents indicated that being helpful is neither characteristic nor uncharacteristic 
of African female leaders, and thus were considered undecided. On the contrary 
42.6% felt that being helpful is somewhat characteristic of African female leaders, 
and 28.7% felt that being helpful is characteristic of African female leaders. In sum, 
8.9% (1 + 7.9) were of the view that being helpful is not a characteristic of African 
female leaders, while 71.3% (42.6 + 28.7) were of the view that being helpful is a 
characteristic of African female leaders. The high number of respondents indicating 
that being helpful is a characteristic of African female leaders is an indication that 
African female leaders are perceived as helpful. This perspective is supported by 
the mean score being high at 3.90  0.943.  
 
The ninth and final characteristic considered for African female leaders was that of 
being kind. The results indicated that 3% of respondents felt that being kind is not 
characteristic of African female leaders, and 6% of respondents felt that being kind 
is somewhat uncharacteristic of African female leaders. A total of 26% of 
respondents indicated that being kind is neither characteristic nor uncharacteristic 
of African female leaders and were thus considered undecided. However, 40% felt 
that being kind is somewhat characteristic of African female leaders, and 25% felt 
that being kind is characteristic of African female leaders. In sum, 9% (3 + 6) were 
of the view that being kind is not a characteristic of African female leaders, while 
65% (40 + 25) were of the view that being kind is a characteristic of African female 
leaders. The high number of respondents indicating that being kind is a 
characteristic of African female leaders is an indication that African female leaders 
are perceived as kind. This perspective is supported by the mean score being high 
at 3.78  0.991. The following table reports respondents’ perceptions of females in 
relation to interpersonal capabilities. 
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Table 5.34 Ratings of Females on Interpersonal capabilities   
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M SD 
1 4 Sympathetic 2.20% 4.30% 9.80% 35.90% 47.80% 4.23 0.950 
2 
8 Values pleasant 
surroundings 
1.10% 5.40% 11.80% 43.00% 38.70% 4.13 0.900 
3 37 Understanding 3.20% 1.10% 22.30% 40.40% 33.00% 3.99 0.945 
4 42 Grateful 2.10% 4.30% 33.00% 34.00% 26.60% 3.79 0.960 
5 
45 Aware of feelings of 
others 
2.20% 1.10% 23.70% 41.90% 31.20% 3.99 0.891 
6 52 Intuitive 2.10% 1.10% 21.30% 47.90% 27.70% 3.98 0.855 
7 
53 Humanitarian 
values 
1.10% 1.10% 22.60% 44.10% 31.20% 4.03 0.827 
8 81 Helpful 3.20% 1.10% 15.10% 46.20% 34.40% 4.08 0.912 
9 90 Kind 1.10% 3.30% 23.90% 41.30% 30.40% 3.97 0.883 
 
In terms of the first dimension of the Interpersonal capabilities for Females, namely 
being sympathetic, 2.2% of respondents were of the view that it is not a 
characteristic of females, while 4.3% of respondents felt that being sympathetic is 
somewhat uncharacteristic of males. A total of 9.8% of respondents indicated that 
being sympathetic is neither characteristic nor uncharacteristic of males. In other 
words, this category of respondents was undecided. However, 35.9% of 
respondents considered being sympathetic as somewhat characteristic of females, 
while 47.8% of respondents considered being sympathetic as a characteristic of 
males. In sum, 6.5% (2.2 + 4.3) were of the view that being sympathetic is not a 
characteristic of females, while 83.7% (35.9 + 47.8) were of the view that being 
sympathetic is a characteristic of males. The high number of respondents indicating 
that being sympathetic is a characteristic of females is an indication that females are 
perceived as sympathetic. This perspective is supported by the mean score being 
high at 4.23  0.950. 
 
The second characteristic considered for females was valuing pleasant 
surroundings. The results indicated that 1.1% of respondents felt that valuing 
pleasant surroundings is not characteristics of females, and 5.4% of respondents 
felt the valuing pleasant surroundings is somewhat uncharacteristic of males. A total 
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of 11.8% of respondents indicated that valuing pleasant surroundings is neither 
characteristic nor uncharacteristic of females and were thus undecided. On the 
contrary, 43% felt that valuing pleasant surroundings is somewhat characteristic of 
females, and 38.7% felt that valuing pleasant surroundings is characteristic of 
males. In sum, 6.5% (1.1 + 5.4) were of the view that valuing pleasant surroundings 
is not a characteristic of females, while 81.7% (43 + 38.7) were of the view that 
valuing pleasant surroundings is a characteristic of males. The high number of 
respondents indicating that valuing pleasant surroundings is a characteristic of 
females is an indication that females are perceived as valuing pleasant 
surroundings. This perspective is supported by the mean score being high at 
4.13  0.900.  
 
The third characteristic considered for females was that of being understanding. The 
results indicated that 3.2% of respondents felt being understanding is not 
characteristic of females, and 1.1% of respondents felt being understanding is 
somewhat uncharacteristic of males. A total of 22.3% of respondents indicated that 
being understanding is neither characteristic nor uncharacteristic of females, and 
thus were undecided. On the contrary, 40.4% felt that being understanding is 
somewhat characteristic of females, and 33% felt that being understanding is 
characteristic of males. In sum, 4.3% (3.1 + 1.1) were of the view that being 
understanding is not a characteristic of females, while 73.40% (40.4 + 33) were of 
the view that being understanding is a characteristic of males. The higher number 
of respondents indicating that being understanding is a characteristic of females is 
an indication that females are perceived to be understanding. This perspective is 
supported by the mean score being high at 3.99  0.945.  
 
The fourth characteristic considered for females was that of being grateful. The 
results indicated that 2.1% of respondents felt that being grateful is not characteristic 
of females, and 4.3% of respondents felt that being grateful is somewhat 
uncharacteristic of males. A total of 33% of respondents indicated that being grateful 
is neither characteristic nor uncharacteristic of females, and thus were undecided. 
On the opposite end of the scale, 34% felt that being grateful is somewhat 
characteristic of females, and 26.60% felt that being grateful is characteristic of 
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males. In sum, 6.4% (2.1 + 4.3) were of the view that being grateful is not a 
characteristic of females, while 60.6% (34 + 26.6) were of the view that being 
grateful is a characteristic of males. The higher number of respondents indicating 
that being grateful is a characteristic of females is an indication that females are 
perceived as grateful. This perspective is supported by the mean score being high 
at 3.79  0.960.  
 
The fifth characteristic considered for females was that of being aware of the feelings 
of others. The results indicated that 2.2% of respondents felt that being aware of the 
feelings of others is not characteristic of females, and 1.1% of respondents felt that 
being aware of the feelings of others is somewhat uncharacteristic of males. A total 
of 23.7% of respondents indicated that being aware of the feelings of others is 
neither characteristic nor uncharacteristic of females and were thus considered 
undecided. On the contrary, 41.9% felt that being aware of the feelings of others is 
somewhat characteristic of females, and 31.2% felt that being aware of the feelings 
of others is characteristic of males. In sum, 3.3% (2.2 + 1.1) were of the view that 
being aware of the feelings of others is not characteristic of females, while 73.1% 
(41.9 + 31.2) were of the view that being aware of the feelings of others is a 
characteristic of males. The high number of respondents indicating that being aware 
of the feelings of others is a characteristic of females is an indication that females 
are perceived as aware of the feelings of others. This perspective is supported by 
the mean score being high at 3.99  0.891.  
 
The sixth characteristic considered for females was that of being intuitive. The 
results indicated that 2.1% of respondents felt that being intuitive is not characteristic 
of females, and 1.1% of respondents felt that being intuitive is somewhat 
uncharacteristic of males. A total of 21.3% of respondents indicated that being 
intuitive is neither characteristic nor uncharacteristic of females and were thus 
considered undecided. However, 47.9% felt that being intuitive is somewhat 
characteristic of females, and 27.7% felt that being intuitive is characteristic of 
males. In sum, 3.2% (2.1 + 1.1) were of the view that being intuitive is not a 
characteristic of females, while 75.6% (47.9 + 27.7) held the perception that being 
intuitive is a characteristic of males. The high number of respondents indicating that 
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being intuitive is a characteristic of females is an indication that females are 
perceived as intuitive. This perspective is supported by the mean score being high 
at 3.98  0.855.   
 
The seventh characteristic considered for females was humanitarian values. The 
results indicate that 1.1% of respondents felt that humanitarian values are not 
characteristic of females, and 1.1% of respondents felt that humanitarian values are 
somewhat uncharacteristic of males. A total of 22.6% of respondents indicated that 
humanitarian values are neither characteristic nor uncharacteristic of females, and 
thus were undecided. On the opposite end of the scale, 44.1% felt that humanitarian 
values are somewhat characteristic of females, and 31.2% felt that humanitarian 
values are characteristic of males. In sum, 2.2% (1.1 + 1.1) were of the view that 
humanitarian values are not a characteristic of females, while 75.3% (44.1 + 31.2) 
were of the view that humanitarian values are a characteristic of males. The higher 
number of respondents indicating that humanitarian values are a characteristic of 
females is an indication that females are perceived to hold humanitarian values. This 
perspective is supported by the mean score being high at 4.03  0.827. 
 
The eighth characteristic considered for females was that of being helpful. The 
results indicated that 3.2% of respondents felt that being helpful is not characteristic 
of females, and 1.1% of respondents felt that being helpful is somewhat 
uncharacteristic of males. A total of 15.1% of respondents indicated that being helpful 
is neither characteristic nor uncharacteristic of females and were thus considered 
undecided. On the contrary, 46.2% felt that being helpful is somewhat characteristic 
of females, and 34.4% felt that being helpful is characteristic of males. In sum, 4.3% 
(3.2 + 1.1) were of the view that being helpful is not a characteristic of females, while 
80.6% (46.2 + 34.4) were of the view that being helpful is a characteristic of males. 
The high number of respondents indicating that being helpful is a characteristic of 
females is an indication that females are perceived as helpful. This perspective is 
supported by the mean score being high at 4.08  0.912. 
 
The ninth and final characteristic considered for females was that of being kind. The 
results indicated that 1.1% of respondents felt that being kind is not characteristic of 
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females, and 3.3% of respondents felt that being kind is somewhat uncharacteristic 
of males. A total of 23.9% of respondents indicated that being kind is neither 
characteristic nor uncharacteristic of females, and thus were considered undecided. 
However, 41.3% felt that being kind is somewhat characteristic of females, and 
30.4% felt that being kind is characteristic of males. In sum, 4.4% (1.1 + 3.3) were 
of the view that being kind is not a characteristic of females, while 71.7% 
(41.3 + 30.4) were of the view that being kind is a characteristic of males. The high 
number of respondents indicating that being kind is a characteristic of females is an 
indication that females are perceived as kind. This perspective is supported by the 
mean score being high at 3.97  0.883. What follows in the next table is a 
consideration of respondents’ view of successful middle managers with regard to 
interpersonal capabilities. 
 
Table 5.35 Ratings of Successful middle managers on Interpersonal 
capabilities   
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M SD 
1 4 Sympathetic 8.10% 10.60% 19.50% 37.40% 24.40% 3.59 1.200 
2 
8 Values pleasant 
surroundings 
3.30% 7.40% 18.00% 33.60% 37.70% 3.95 1.075 
3 37 Understanding 5.80% 5.00% 9.90% 38.00% 41.30% 4.04 1.114 
4 42 Grateful 2.40% 5.70% 18.70% 33.30% 39.80% 4.02 1.020 
5 
45 Aware of feelings 
of others 
5.70% 8.90% 9.80% 42.30% 33.30% 3.89 1.139 
6 52 Intuitive 2.50% 4.10% 24.80% 41.30% 27.30% 3.87 0.948 
7 
53 Humanitarian 
values 
4.90% 5.70% 17.90% 39.80% 31.70% 3.88 1.076 
8 81 Helpful 2.40% 3.30% 7.30% 47.20% 39.80% 4.19 0.890 
9 90 Kind 2.50% 3.30% 21.70% 42.50% 30.00% 3.94 0.938 
 
In terms of the first dimension of the interpersonal capabilities for successful middle 
managers, namely being sympathetic, 8.1% of respondents were of the view that it 
is not a characteristic of successful middle managers, while 10.6% of respondents 
felt that being sympathetic is somewhat uncharacteristic of successful middle 
managers. A total of 19.5% of respondents indicated that being sympathetic is 
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neither characteristic nor uncharacteristic of successful middle managers. In other 
words, this category of respondents was undecided. However, 37.4% of 
respondents considered being sympathetic as somewhat characteristic of 
successful middle managers, while 24.4% of respondents considered being 
sympathetic a characteristic of successful middle managers. In sum, 18.7% 
(8.1 + 10.6) were of the view that being sympathetic is not a characteristic of 
successful middle managers, while 61.8% (37.4 + 24.4) were of the view that being 
sympathetic is a characteristic of successful middle managers. The high number of 
respondents indicating that being sympathetic is a characteristic of successful 
middle managers is an indication that successful middle managers are perceived as 
sympathetic. This perspective is supported by the mean score being high at 
3.59  1.200.  
 
The second characteristic considered for successful middle managers was that of 
valuing pleasant surroundings. The results indicated that 3.3% of respondents felt 
that valuing pleasant surroundings is not characteristic of successful middle 
managers, and 7.4% of respondents felt that valuing pleasant surroundings is 
somewhat uncharacteristic of successful middle managers. A total of 18% of 
respondents indicated that valuing pleasant surroundings is neither characteristic 
nor uncharacteristic of successful middle managers, and thus were undecided. On 
the contrary, 33.60% felt that valuing pleasant surroundings is somewhat 
characteristic of successful middle managers, and 37.7% felt that valuing pleasant 
surroundings is characteristic of successful middle managers. In sum, 10.7% 
(3.3 + 7.4) were of the view that valuing pleasant surroundings is not a characteristic 
of successful middle managers, while 71.3% (33.6 + 37.7) were of the view that 
valuing pleasant surroundings is a characteristic of successful middle managers. 
The high number of respondents indicating that valuing pleasant surroundings is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived to value pleasant surroundings. This perspective is 
supported by the mean score being high at 3.95  1.075.  
 
The third characteristic considered for successful middle managers was being 
understanding. The results indicated that 5.8% of respondents felt that being 
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understanding is not characteristic of successful middle managers, and 5% of 
respondents felt that being understanding is somewhat uncharacteristic of 
successful middle managers. A total of 9.9% of respondents indicated that being 
understanding is neither characteristic nor uncharacteristic of successful middle 
managers, and thus were considered undecided. On the contrary, 38% felt that 
being understanding is somewhat characteristic of successful middle managers, 
and 41.3% felt that being understanding is characteristic of successful middle 
managers. In sum, 10.8% (5.8 + 5) were of the view that being understanding is not 
a of characteristic successful middle managers, while 79.3% (38 + 41.3) were of the 
view that being understanding is a characteristic of successful middle managers. 
The higher number of respondents indicating that being understanding is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived to be understanding. This perspective is supported by the 
mean score being high at 4.04  1.114.   
 
The fourth characteristic considered for successful middle managers was that of 
being grateful. The results indicated that 2.4% of respondents felt that being grateful 
is not characteristic of successful middle managers, and 5.7% of respondents felt 
that being grateful is somewhat uncharacteristic of successful middle managers. A 
total of 18.7% of respondents indicated that being grateful is neither characteristic 
nor uncharacteristic of successful middle managers, and thus were considered 
undecided. On the opposite end of the scale, 33.3% felt that being grateful is 
somewhat characteristic of successful middle managers, and 39.8% felt that being 
grateful is characteristic of successful middle managers. In sum, 8.1% (2.4 + 5.7) 
were of the view that being grateful is not a characteristic of successful middle 
managers, while 73.1% (33.3 + 39.8) were of the view that being grateful is a 
characteristic of successful middle managers. The higher number of respondents 
indicating that being grateful is a characteristic of successful middle managers is an 
indication that successful middle managers are perceived as grateful. This 
perspective is supported by the mean score being high at 4.02  1.020. 
 
The fifth characteristic considered for successful middle managers was that of being 
aware of the feelings of others. The results indicated that 5.7% of respondents felt 
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that being aware of the feelings of others is not characteristic of successful middle 
managers, and 8.9% of respondents felt that being aware of the feelings of others 
is somewhat uncharacteristic of successful middle managers. A total of 9.8% of 
respondents indicated that being aware of the feelings of others is neither 
characteristic nor uncharacteristic of successful middle managers, and thus were 
considered undecided. On the contrary, 42.3% felt that being aware of the feelings 
of others is somewhat characteristic of successful middle managers, and 33.3% felt 
that being aware of the feelings of others is characteristic of successful middle 
managers. In sum, 14.6% (5.7 + 8.9) were of the view that being aware of the 
feelings of others is not a characteristic of successful middle managers, while 75.6% 
(42.3 + 33.3) were of the view that being aware of the feelings of others is a 
characteristic of successful middle managers. The high number of respondents 
indicating that being aware of the feelings of others is a characteristic of successful 
middle managers is an indication that successful middle managers are perceived to 
be aware of the feelings of others. This perspective is supported by the mean score 
being high at 3.89  1.139.  
 
The sixth and final characteristic considered for successful middle managers was 
that of being intuitive. The results indicated that 2.5% of respondents felt that being 
intuitive is not characteristic of successful middle managers, and 4.1% of 
respondents felt that being intuitive is somewhat uncharacteristic of successful 
middle managers. A total of 24.8% of respondents indicated that being intuitive is 
neither characteristic nor uncharacteristic of successful middle managers, and thus 
were considered undecided. However, 41.3% felt that being intuitive is somewhat 
characteristic of successful middle managers, and 27.3% felt that being intuitive is 
characteristic of successful middle managers. In sum, 6.6% (2.5 + 4.1) were of the 
view that being intuitive is not a characteristic of successful middle managers, while 
68.6% (41.3 + 27.3) were of the view that being intuitive is a characteristic of 
successful middle managers. The high number of respondents indicating that being 
intuitive is a characteristic of successful middle managers is an indication that 
successful middle managers are perceived as intuitive. This perspective is 
supported by the mean score being high at 3.87  0.948.  
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The seventh characteristic considered for successful middle managers was that of 
having humanitarian values. The results indicated that 4.9% of respondents felt that 
humanitarian values are not characteristic of successful middle managers, and 5.7% 
of respondents felt that humanitarian values are somewhat uncharacteristic of 
successful middle managers. A total of 17.9% of respondents indicated that 
humanitarian values are neither characteristic nor uncharacteristic of successful 
middle managers, and thus were considered undecided. On the opposite end of the 
scale, 39.8% felt that humanitarian values are somewhat characteristic of successful 
middle managers, and 31.7% felt that humanitarian values are characteristic of 
successful middle managers. In sum, 10.6% (4.9 + 5.7) were of the view that 
humanitarian values are not a characteristic of successful middle managers, while 
71.5% (39.8 + 31.7) were of the view that humanitarian values are a characteristic 
of successful middle managers. The higher number of respondents indicating that 
humanitarian values are a characteristic of successful middle managers is an 
indication that successful middle managers are perceived to hold humanitarian 
values. This perspective is supported by the mean score being high at 
3.88  1.076. 
 
The eighth characteristic considered for successful middle managers is that of being 
helpful. The results indicate that 2.4% of respondents felt that being helpful is not 
characteristic of successful middle managers, and 3.3% of respondents felt that 
being helpful is somewhat uncharacteristic of successful middle managers. A total 
of 7.3% of respondents indicated that being helpful is neither characteristic nor 
uncharacteristic of successful middle managers, and thus were considered 
undecided. On the contrary, 47.2% felt that being helpful is somewhat characteristic 
of successful middle managers, and 39.8% felt that being helpful is characteristic of 
successful middle managers. In sum, 5.7% (2.4 + 3.3) were of the view that being 
helpful is not a characteristic of successful middle managers, while 87% 
(47.2 + 39.8) were of the view that being helpful is a characteristic of successful 
middle managers. The high number of respondents indicating that being helpful is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived as helpful. This perspective is supported by the very mean 
score being high at 4.19  0.890. 
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The ninth and final characteristic considered for successful middle managers was 
that of being kind. The results indicated that 2.5% of respondents felt that being kind 
is not characteristic of successful middle managers, and 3.3% of respondents felt 
that being kind is somewhat uncharacteristic of successful middle managers. A total of 
21.7% of respondents indicated that being kind is neither characteristic nor 
uncharacteristic of successful middle managers, and thus were considered 
undecided. However, 42.5% felt that being kind is somewhat characteristic of 
successful middle managers, and 30% felt that being kind is characteristic of 
successful middle managers. In sum, 5.8% (2.5 + 3.3) were of the view that being 
kind is not a characteristic of successful middle managers, while 71.7% 
(41.3 + 30.4) were of the view that being kind is a characteristic of successful middle 
managers. The high number of respondents indicating that being kind is a 
characteristic of successful middle managers is an indication that successful middle 
managers are perceived as kind. This perspective is supported by the mean score 
being high at 3.94  0.938. The following table reports the financial services 
respondents’ perceptions of Males in relation to Interpersonal capabilities. 
 
Table 5.36 Ratings of Males on Interpersonal capabilities   
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M SD 
1 4 Sympathetic 10.40% 24.00% 30.20% 24.00% 11.50% 3.02 1.170 
2 
8 Values pleasant 
surroundings 
2.10% 10.30% 27.80% 39.20% 20.60% 3.66 0.988 
3 37 Understanding 4.10% 11.30% 34.00% 28.90% 21.60% 3.53 1.081 
4 42 Grateful 4.20% 8.40% 31.60% 35.80% 20.00% 3.59 1.037 
5 
45 Aware of feelings 
of others 
10.30% 22.70% 29.90% 21.60% 15.50% 3.09 1.217 
6 52 Intuitive 4.20% 11.50% 33.30% 35.40% 15.60% 3.47 1.025 
7 
53 Humanitarian 
values 
2.10% 12.40% 43.30% 27.80% 14.40% 3.40 0.954 
8 81 Helpful 3.10% 7.30% 26.00% 40.60% 22.90% 3.73 1.000 
9 90 Kind 5.20% 8.30% 37.50% 32.30% 16.70% 3.47 1.036 
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In terms of the first dimension, namely being sympathetic, 10.4% of respondents 
were of the view that it is not a characteristic of males, while 24 % of respondents 
felt that being sympathetic is somewhat uncharacteristic of males. A total of 30.2% 
of respondents indicated that being sympathetic is neither characteristic nor 
uncharacteristic of males. In other words, this category of respondents was 
undecided. However, 24% of respondents considered being sympathetic as 
somewhat characteristic of males, while 11.5% of respondents considered being 
sympathetic as a characteristic of males. In sum, 34.4% (10.4 + 24) were of the view 
that being sympathetic is not a characteristic of males, while 35.5% (24 + 11.5) were 
of the view that being sympathetic is a characteristic of males. The high number of 
respondents indicating that being sympathetic is a characteristic of males is an 
indication that males are perceived as sympathetic. This perspective is supported 
by the mean score being high at 3.02  1.170.  
 
The second characteristic considered for males was that of valuing pleasant 
surroundings. The results indicated that 2.1% of respondents felt that valuing 
pleasant surroundings is not characteristic of males, and 10.3% of respondents felt 
that valuing pleasant surroundings is somewhat uncharacteristic of males. A total of 
27.8% of respondents indicated that valuing pleasant surroundings is neither 
characteristic nor uncharacteristic of males, and thus were undecided. On the 
contrary, 39.2% felt that valuing pleasant surroundings is somewhat characteristic 
of males, and 20.6% felt that valuing pleasant surroundings is characteristic of 
males. In sum, 12.4% (2.1 + 10.3) were of the view that valuing pleasant 
surroundings is not a characteristic of males, while 59.8% (39.2 + 20.6) were of the 
view that valuing pleasant surroundings is a characteristic of males. The high 
number of respondents indicating that valuing pleasant surroundings is not a 
characteristic of males is an indication that males are perceived to value pleasant 
surroundings. This perspective is supported by the mean score being high at 
3.66  0.900. 
 
The third characteristic considered for males was being understanding. The results 
indicated that 4.1% of respondents felt that being understanding is not characteristic 
of males, and 11.3% of respondents felt that being understanding is somewhat 
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uncharacteristic of males. A total of 34% of respondents indicated that being 
understanding is neither characteristic nor uncharacteristic of males, and thus were 
undecided. On the contrary, 28.9% felt that being understanding is somewhat 
characteristic of males, and 21.6% felt that being understanding is characteristic of 
males. In sum, 15.4% (4.1 + 11.3) were of the view that being understanding is not 
a characteristic of males, while 50.5% (28.9 + 21.6) were of the view that being 
understanding is a characteristic of males. The higher number of respondents 
indicating that being understanding is a characteristic of males is an indication that 
males are perceived as understanding. This perspective is supported by the mean 
score being high at 3.53  .945.  
 
The fourth characteristic considered for males was that of being grateful. The results 
indicated that 4.2% of respondents felt that being grateful is not characteristic of 
males, and 8.4% of respondents felt that being grateful is somewhat uncharacteristic 
of males. A total of 31.6% of respondents indicated that being grateful is neither 
characteristic nor uncharacteristic of males, and thus were undecided. On the 
opposite end of the scale, 35.8% felt that being grateful is somewhat characteristic 
of males, and 20% felt that being grateful is characteristic of males. In sum, 12.6% 
(4.2 + 8.4) were of the view that being grateful is not a characteristic of males, while 
55.8% (35.8 + 20) were of the view that being grateful is a characteristic of males. 
The higher number of respondents indicating that being grateful is a characteristic 
of males is an indication that males are perceived to be grateful. This perspective is 
supported by the mean score being high at 3.59 1.037.  
 
The fifth characteristic considered for males was that of being aware of the feelings 
of others. The results indicated that 10.3% of respondents felt that being aware of 
the feelings of others is not characteristic of males, and 22.7% of respondents felt 
that being aware of the feelings of others is somewhat uncharacteristic of males. A 
total of 29.9% of respondents indicated that being aware of the feelings of others is 
neither characteristic nor uncharacteristic of males, and thus were considered 
undecided. On the contrary, 21.6% felt that being aware of the feelings of others is 
somewhat characteristic of males, and 15.5% felt that being aware of the feelings of 
others is characteristic of males. In sum, 33% (10.3 + 22.7) were of the view that 
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being aware of the feelings of others is not a characteristic of males, while 37.1% 
were of the view that being aware of the feelings of others is a characteristic of 
males. The slightly higher number of respondents indicating that being aware of the 
feelings of others is a characteristic of males is an indication that males are, to some 
extent, perceived as aware of the feelings of others. This perspective is supported 
by the mean score being moderately high at 3.09  .891.  
 
The sixth characteristic considered for males was that of being intuitive. The results 
indicated that 4.2% of respondents felt that being intuitive is not characteristic of 
males, and 11.5% of respondents felt that being intuitive is somewhat 
uncharacteristic of males. A total of 33.3% of respondents indicated that being 
intuitive is neither characteristic nor uncharacteristic of males, and thus considered 
undecided. However, 35.4% felt that being intuitive is somewhat characteristic of 
males, and 15.6% felt that being intuitive is characteristic of males. In sum, 15.7% 
(4.2 + 11.5) were of the view that being intuitive is not a characteristic of males, 
while 51% (35.4 + 15.6) were of the view that being intuitive is a characteristic of 
males. The high number of respondents indicating that being intuitive is a 
characteristic of males is an indication that males are perceived to be intuitive. This 
perspective is supported by the mean score being high at 3.47  .855.   
 
The seventh characteristic considered for males was that of humanitarian values. 
The results indicate that 2.1% of respondents felt that humanitarian values are not 
characteristic of males, and 12.4% of respondents felt that humanitarian values are 
somewhat uncharacteristic of males. A total of 43.3% of respondents indicated that 
humanitarian values are neither characteristic nor uncharacteristic of males, and 
thus were undecided. On the opposite end of the scale, 43.3% felt that humanitarian 
values are somewhat characteristic of males, and 14.4% felt that humanitarian 
values are characteristic of males. In sum, 14.5% (2.1 + 12.4) were of the view that 
humanitarian values are not a characteristic of males, while 42.2% (27.8 + 14.4) 
were of the view that humanitarian values are a characteristic of males. The higher 
number of respondents indicating that humanitarian values are a characteristic of 
males is an indication that ae perceived to hold humanitarian values. This 
perspective is supported by the mean score being high at 3.40  0.827.  
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The eighth characteristic considered for males was that of being helpful. The results 
indicated that 3.1% of respondents felt that being helpful is not characteristic of 
males, and 7.3% of respondents felt that being helpful is somewhat uncharacteristic 
of males. A total of 26% of respondents indicated that being helpful is neither 
characteristic nor uncharacteristic of males and were thus considered undecided. 
On the contrary, 40.6% felt that being helpful is somewhat characteristic of males, 
and 22.9% felt that being helpful is characteristic of males. In sum, 10.4% (3.1 + 7.3) 
were of the view that being helpful is not a characteristic of males, while 63.5% 
(40.6 + 22.9) were of the view that being helpful is a characteristic of males. The 
high number of respondents indicating that being helpful is a characteristic of males 
is an indication that males are perceived as helpful. This perspective is supported 
by the mean score being high at 3.73  1.000.  
 
The ninth and final characteristic considered for males was that of being kind. The 
results indicated that 5.2% of respondents felt that being kind is not characteristic of 
males, and 8.3% of respondents felt that being kind is somewhat uncharacteristic of 
males. A total of 37.5% of respondents indicated that being kind is neither 
characteristic nor uncharacteristic of males and were thus considered undecided. 
However, 32.3% felt that being kind is somewhat characteristic of males, and 16.7% 
felt that being kind is characteristic of males. In sum, 13.5% (5.2 + 8.3) were of the 
view that being kind is not a characteristic of males, while 49% (32.3 + 16.7) were 
of the view that being kind is a characteristic of males. The high number of 
respondents indicating that being kind is a characteristic of males is an indication 
that males are perceived as kind. This perspective is supported by the mean score 
being high at 3.47  1.036. The following section explores the category of Internal 
derailers. 
 
5.5.5 Internal derailers 
 
The Internal derailers factor is composed of eight characteristics; the following section 
reviews the feedback from participants on ratings of the SDI across the four rating 
categories: African female leaders, Females, Successful middle managers, and 
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Males. The first results analysed are those of respondents’ ratings of African female 
leaders in relation to the internal derailers.  
 
Table 5.37 Ratings of African female leaders on Internal derailers   
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M SD 
1 5 Fearful 9.90% 12.90% 41.60% 24.80% 10.90% 3.14 1.096 
2 10 Uncertain 6.90% 19.80% 34.70% 24.80% 13.90% 3.19 1.120 
3 13 Submissive 11.10% 20.20% 34.30% 22.20% 12.10% 3.04 1.169 
4 21 Frivolous 7.10% 14.10% 53.50% 18.20% 7.10% 3.04 0.947 
5 25 Timid 8.90% 14.90% 43.60% 22.80% 9.90% 3.10 1.063 
6 
32 Wavering in 
decision 
4.00% 12.10% 47.50% 24.20% 12.10% 3.28 0.969 
7 46 Passive 10.00% 18.00% 33.00% 31.00% 8.00% 3.09 1.102 
8 56 Quarrelsome 13.30% 16.30% 36.70% 22.40% 11.20% 3.02 1.175 
 
In terms of the first dimension of the internal derailers for African female leaders, 
namely being fearful, 9.9% of respondents were of the view that it is not a 
characteristic of African female leaders, while 12.9% of respondents felt that being 
fearful is somewhat uncharacteristic of African female leaders. A total of 41.6% of 
respondents indicated that being fearful is neither characteristic nor uncharacteristic 
of African female leaders. In other words, this category of respondents was 
undecided. However, 24.8% of respondents considered being fearful as somewhat 
characteristic of African female leaders, while 10.9% of respondents considered 
being fearful as a characteristic of African female leaders. In sum, 22.8% 
(9.9 + 12.9) were of the view that being fearful is not a characteristic of African 
female leaders, while 35.7% (24.8 + 10.9) were of the view that being fearful is a 
characteristic of African female leaders. The high number of respondents indicating 
that being fearful is a characteristic of African female leaders is an indication that 
African female leaders are perceived as fearful. This perspective is supported by 
the mean score being moderately high at 3.14  1.096.  
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The second characteristic considered for African female leaders was that of being 
uncertain. The results indicated that 6.9% of respondents felt that being uncertain is 
not characteristic of African female leaders, and 19.8% of respondents felt that being 
uncertain is somewhat uncharacteristic of African female leaders. A total of 34.7% 
of respondents indicated that being uncertain is neither characteristic nor 
uncharacteristic of African female leaders, and thus were undecided. On the 
contrary, 24.8% felt that being uncertain is somewhat characteristic of African 
female leaders, and 13.9% felt that being uncertain is characteristic of African 
female leaders. In sum, 26.7% (6.9 + 19.8) were of the view that being uncertain is 
not a characteristic of African female leaders, while 38.7% (24.8 + 13.9) were of the 
view that being uncertain is a characteristic of African female leaders. The high 
number of respondents indicating that being uncertain is a characteristic of African 
female leaders is an indication that African female leaders perceived as being 
uncertain. This perspective is supported by the mean score being moderately high 
at 3.19  1.120.  
 
The third characteristic considered for African female leaders was that of being 
submissive. The results indicated that 11.1% of respondents felt that being 
submissive is not characteristic of African female leaders, and 20.2% of respondents 
felt that being submissive is somewhat uncharacteristic of African female leaders. A 
total of 34.3% of respondents indicated that being submissive is neither 
characteristic nor uncharacteristic of African female leaders, and thus were 
undecided. On the contrary, 22.2% felt that being submissive is somewhat 
characteristic of African female leaders, and 12.1% felt that being submissive is 
characteristic of African female leaders. In sum, 31.3% (11.1 + 20.2) were of the 
view that being submissive is not a characteristic of African female leaders, while 
32.3% (20.2 + 12.1) were of the view that being submissive is a characteristic of 
African female leaders. The slightly high number of respondents indicating that 
being submissive is somewhat characteristic of African female leaders is an 
indication that African female leaders are somewhat perceived as submissive. This 
perspective is supported by the moderate mean score of 3.04  1.169.  
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The fourth characteristic considered for African female leaders was that of being 
frivolous. The results indicated that 7.1% of respondents felt that being frivolous is 
not characteristic of African female leaders, and 14.1% of respondents felt that being 
frivolous is somewhat uncharacteristic of African female leaders. A total of 53.5% of 
respondents indicated that being frivolous is neither characteristic nor 
uncharacteristic of African female leaders, and thus were undecided. The high 
number of neutral scores may be due to limited exposure to this characteristic. On 
the opposite end of the scale, 18.2% felt that being frivolous is somewhat 
characteristic of African female leaders, and 7.1% felt that being frivolous is 
characteristic of African female leaders. In sum, 21.2% (7.1 + 14.1) were of the view 
that being frivolous is not characteristic of African female leaders, while 25.3% 
(18.2 + 7.1) were of the view that being frivolous is a characteristic of African female 
leaders. The slightly high number of respondents indicating that being frivolous is a 
characteristic of African female leaders is an indication that African female leaders 
are perceived as frivolous. This perspective is supported by the moderate mean 
score of 3.04  0.947. 
 
The fifth characteristic considered for African female leaders was that of being timid. 
The results indicated that 8.9% of respondents felt that being timid is not 
characteristic of African female leaders, and 14.9% of respondents felt that being 
timid is somewhat uncharacteristic of African female leaders. A total of 43.6% of 
respondents indicated that being timid is neither characteristic nor uncharacteristic 
of African female leaders and were thus considered undecided. This high number 
of neutral scores may be due to limited exposure to this characteristic. On the 
contrary 22.8% felt that being timid is somewhat characteristic of African female 
leaders, and 9.9% felt that being timid is characteristic of African female leaders. In 
sum, 23.8% (8.9 + 14.9) were of the view that being timid is not a characteristic of 
African female leaders, while 32.7% (22.8 + 9.9) were of the perception that being 
timid is a characteristic of African female leaders. The high number of respondents 
indicating that being timid is a characteristic of African female leaders is an indication 
that African female leaders are sometimes perceived as timid. This perspective is 
supported by the moderate mean score of 3.10  1.063.  
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The sixth characteristic considered for African female leaders was that of wavering 
in decision-making. The results indicate that 4% of respondents felt that wavering in 
decision-making is not characteristic of African female leaders, and 12.1% of 
respondents felt that wavering in decision-making is somewhat uncharacteristic. A 
total of 47.5% of respondents indicated that wavering in decision-making is neither 
characteristic nor uncharacteristic of African female leaders and were thus 
considered undecided. This high neutrality may be due to limited exposure to this 
characteristic. However, 24.2% felt that wavering in decision-making is somewhat 
characteristic of African female leaders, and 12.1% felt that wavering in decision-
making is characteristic of African female leaders. In sum, 16.1% (4 + 12.1) were of 
the view that wavering in decision-making is not a characteristic of African female 
leaders, while 36.3% (24.2 + 12.1) were of the view that wavering in decision-
making is a characteristic of African female leaders. The high number of 
respondents indicating that wavering in decision-making is characteristic of African 
female leaders is an indication that African female leaders are perceived to waver 
in decision-making. This perspective is supported by the mean score being 
moderately high at 3.28  0.969. 
 
The seventh characteristic considered for African female leaders was that of being 
passive. The results indicated that 10% of respondents felt that being passive is not 
characteristic of African female leaders, and 18% of respondents felt that being 
passive is somewhat uncharacteristic of African female leaders. A total of 33% of 
respondents indicated that being passive is neither characteristic nor 
uncharacteristic of African female leaders and were thus considered undecided. On 
the contrary, 31% felt that being passive is somewhat characteristic of African 
female leaders, and 8% felt that being passive is characteristic of African female 
leaders. In sum, 28% (10 + 18) were of the view that being passive is not a 
characteristic of African female leaders, while 39% (31 + 8) were of the view that 
being passive is a characteristic of African female leaders. The high number of 
respondents indicating that being passive is a characteristic of African female 
leaders is an indication that African female leaders are perceived as passive. This 
perspective is supported by the mean score being moderately high at 3.09  1.102.  
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The eighth characteristic considered for African female leaders was that of being 
quarrelsome. The results indicated that 13.3% of respondents felt that being 
quarrelsome is not characteristic of African female leaders, and 16.3% of 
respondents felt that being quarrelsome is somewhat uncharacteristic of African 
female leaders. A total of 36.7% of respondents indicated that being quarrelsome is 
neither characteristic nor uncharacteristic of African female leaders and were thus 
considered undecided. However, 22.4% felt that being quarrelsome is somewhat 
characteristic of African female leaders, and 11.2% felt that being quarrelsome is 
characteristic of African female leaders. In sum, 29.6% (13.3 + 16.3) were of the 
view that being quarrelsome is not a characteristic of African female leaders, while 
33.6% (22.4 + 11.2) were of the view that being quarrelsome is a characteristic of 
African female leaders. The high number of respondents indicating that being 
quarrelsome is a characteristic of African female leaders is an indication that African 
female leaders are perceived as quarrelsome. This perspective is supported by the 
mean score being moderately high at 3.02  1.175. The following table reports the 
financial services respondents’ perceptions of Females in relation to the Internal 
derailers. 
 
Table 5.38 Ratings of Females in relation to Internal derailers   
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M SD 
1 5 Fearful 8.50% 7.40% 36.20% 35.10% 12.80% 3.36 1.076 
2 10 Uncertain 8.60% 14.00% 44.10% 26.90% 6.50% 3.09 1.007 
3 13 Submissive 6.40% 9.60% 37.20% 34.00% 12.80% 3.37 1.037 
4 21 Frivolous 8.70% 14.10% 51.10% 16.30% 9.80% 3.04 1.026 
5 25 Timid 6.60% 12.10% 40.70% 27.50% 13.20% 3.29 1.057 
6 
32 Wavering in 
decision 
4.30% 7.50% 41.90% 33.30% 12.90% 3.43 0.960 
7 46 Passive 6.40% 9.60% 43.60% 27.70% 12.80% 3.31 1.027 
8 56 Quarrelsome 9.80% 15.20% 40.20% 25.00% 9.80% 3.10 1.090 
 
In terms of the first dimension, namely being fearful, 8.5% of respondents were of 
the view that it is not a characteristic of females, while 7.4% of respondents felt that 
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being fearful is somewhat uncharacteristic of males. A total of 36.2% of respondents 
indicated that being fearful is neither characteristic nor uncharacteristic of males. In 
other words, this category of respondents was undecided. However, 35.1% of 
respondents considered being fearful as somewhat characteristic of females, while 
12.8% of respondents considered being fearful a characteristic of males. In sum, 
15.9% (8.5 + 7.4) were of the view that being fearful is not a characteristic of 
females, while 47.9% (35.1 + 12.8) were of the view that being fearful is a 
characteristic of males. The high number of respondents indicating that being fearful 
is a characteristic of females is an indication that females are perceived as fearful. 
This perspective is supported by the mean score being moderately high at 
3.36  1.076.  
 
The second characteristic considered for females was that of being uncertain. The 
results indicated that 8.6% of respondents felt that being uncertain is not 
characteristic of females, and 14% of respondents felt that being uncertain is 
somewhat uncharacteristic of males. A total of 44.1% of respondents indicated that 
being uncertain is neither characteristic nor uncharacteristic of females and were 
thus undecided. On the contrary, 26.9% felt that being uncertain is somewhat 
characteristic of females, and 6.5% felt that being uncertain is characteristic of 
males. In sum, 22.6% (8.6 + 14) were of the view that being uncertain is not a 
characteristic of females, while 33.4% (26.9 + 6.5) were of the view that being 
uncertain is a characteristic of males. The high number of respondents indicating 
that being uncertain is not a characteristic of females is an indication that females 
are perceived as uncertain. This perspective is supported by the mean score being 
moderately high at 3.09  1.007.  
 
The third characteristic considered for females was that of being submissive. The 
results indicated that 6.4% of respondents felt that being submissive is not 
characteristic of females, and 9.6% of respondents felt that being submissive is 
somewhat uncharacteristic of males. A total of 37.2% of respondents indicated that 
being submissive is neither characteristic nor uncharacteristic of females, and thus 
were considered undecided. On the contrary, 34% felt that being submissive is 
somewhat characteristic of females, and 12.8% felt that being submissive is 
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characteristic of males. In sum, 16% (6.4 + 9.6) were of the view that being 
submissive is not a characteristic of females, while 46.8% (34 + 12.8) were of the 
view that being submissive is a characteristic of males. The higher number of 
respondents indicating that being submissive is a characteristic of females is an 
indication that females are perceived as submissive. This perspective is supported 
by the mean score being moderately high at 3.37  1.037.  
 
The fourth characteristic considered for females was that of being frivolous. The 
results indicated that 8.7% of respondents felt that being frivolous is not 
characteristic of females, and 14.1% of respondents felt that being frivolous is 
somewhat uncharacteristic of males. A total of 51.1% of respondents indicated that 
being frivolous is neither characteristic nor uncharacteristic of females, and thus 
were undecided. This high neutrality may be due to limited exposure to this 
characteristic. On the opposite end of the scale, 16.3% felt that being frivolous is 
somewhat characteristic of females, and 9.8% felt that being frivolous is 
characteristic of males. In sum, 22.8% (8.7 + 14.1) were of the view that being 
frivolous is not a characteristic of females, while 26.1% (16.3 + 9.8) were of the view 
that being frivolous is a characteristic of males. The higher number of respondents 
indicating that being frivolous is a characteristic of females is an indication that 
females are perceived as frivolous. This perspective is supported by the moderate 
mean score of 3.04  1.026.  
 
The fifth characteristic considered for females was that of being timid. The results 
indicated that 6.6% of respondents felt that being timid is not characteristic of 
females, and 12.1% of respondents felt that being timid is somewhat 
uncharacteristic of males. A total of 40.7% of respondents indicated that being timid 
is neither characteristic nor uncharacteristic of females, and thus were considered 
undecided. This high neutrality may be due to limited exposure to this characteristic. 
On the contrary, 27.5% felt that being timid is somewhat characteristic of females, 
and 13.2% felt that being timid is characteristic of males. In sum, 18.7% (6.6 + 12.1) 
were of the view that being timid is not a characteristic of females, while 40.7% 
(27.5 + 13.2) were of the view that being timid is a characteristic of males. The high 
number of respondents indicating that being timid is a characteristic of females is an 
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indication that females are perceived as timid. This perspective is supported by the 
mean score being moderately high at 3.29  1.057.  
 
The sixth characteristic considered for females was that of wavering in decision-
making. The results indicated that 4.3% of respondents felt that wavering in 
decision-making is not characteristic of females, and 7.5% of respondents felt that 
wavering in decision-making is somewhat uncharacteristic of males. A total of 41.9% 
of respondents indicated that wavering in decision-making is neither characteristic 
nor uncharacteristic of females and were thus considered undecided.  This high 
neutrality may be due to limited exposure to this characteristic. However, 33.3% felt 
that wavering in decision-making is somewhat characteristic of females, and 12.9% 
felt that wavering in decision-making is characteristic of males. In sum, 11.8% 
(4.3 + 7.5) were of the view that wavering in decision-making is not a characteristic 
of females, while 46.2% (33.3 + 12.9) were of the view that wavering in decision-
making is a characteristic of males. The high number of respondents indicating that 
wavering in decision-making is characteristic of females is an indication that females 
are perceived to waver in decision-making. This perspective is supported by the 
mean score being moderately high at 3.43  0.960.  
 
The seventh characteristic considered for females was that of being passive. The 
results indicated that 6.4% of respondents felt that being passive is not characteristic 
of females, and 9.6% of respondents felt that being passive is somewhat 
uncharacteristic of males. A total of 43.6% of respondents indicated that being 
passive is neither characteristic nor uncharacteristic of females and were thus 
considered undecided. This high neutrality may be due to limited exposure to this 
characteristic. On the contrary, 27.7% felt that being passive is somewhat 
characteristic of females, and 12.8% felt that being passive is characteristic of 
males. In sum, 16% (6.4 + 9.6) were of the view that being passive is not a 
characteristic of females, while 40.5% (27.7 + 12.8) were of the view that being 
passive is a characteristic of males. The high number of respondents indicating that 
being passive is a characteristic of females is an indication that females are 
perceived to be passive. This perspective is supported by the mean score being 
moderately high at 3.31  1.027.  
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The eighth and final characteristic considered for females was that of being 
quarrelsome. The results indicated that 9.8% of respondents felt that being 
quarrelsome is not characteristic of females, and 15.2% of respondents felt that 
being quarrelsome is somewhat uncharacteristic of males. A total of 40.2% of 
respondents indicated that being quarrelsome is neither characteristic nor 
uncharacteristic of females and were thus considered undecided. This high 
neutrality may be due to limited exposure to this characteristic. However, 25% felt 
that being quarrelsome is somewhat characteristic of females, and 9.8% felt that 
being quarrelsome is characteristic of males. In sum, 25% (9.8 + 15.2) were of the 
view that being quarrelsome is not a characteristic of females, while 34.8% 
(25 + 9.8) were of the view that being quarrelsome is a characteristic of males. The 
high number of respondents indicating that being quarrelsome is a characteristic of 
females is an indication that females are perceived as quarrelsome. This 
perspective is supported by the mean score being moderately high at 3.10  1.090. 
The following table reports the financial services respondents’ views regarding 
successful middle managers, with a focus on Internal derailers. 
 
Table 5.39 Ratings of Successful middle managers on Internal derailers   
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M SD 
1 5 Fearful 26.00% 20.30% 29.30% 18.70% 5.70% 2.58 1.221 
2 10 Uncertain 34.70% 19.80% 28.10% 14.00% 3.30% 2.31 1.183 
3 13 Submissive 25.80% 20.00% 26.70% 20.00% 7.50% 2.63 1.270 
4 21 Frivolous 30.30% 12.30% 33.60% 18.00% 5.70% 2.57 1.253 
5 25 Timid 23.80% 17.20% 35.20% 17.20% 6.60% 2.66 1.204 
6 
32 Wavering in 
decision 
23.60% 14.60% 31.70% 22.80% 7.30% 2.76 1.250 
7 46 Passive 16.30% 26.80% 30.10% 17.10% 9.80% 2.77 1.200 
8 56 Quarrelsome 42.60% 25.40% 23.00% 6.60% 2.50% 2.01 1.072 
 
In terms of the first dimension in the internal derailers for successful middle 
managers, namely being fearful, 26% of respondents were of the view that it is not 
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a characteristic of successful middle managers, while 20.3% of respondents felt that 
being fearful is somewhat uncharacteristic of successful middle managers. A total 
of 29.3% of respondents indicated that being fearful is neither characteristic nor 
uncharacteristic of successful middle managers. In other words, this category of 
respondents was undecided. However, 18.7% of respondents considered being 
fearful as somewhat characteristic of successful middle managers, while 5.7% of 
respondents considered being fearful as a characteristic of successful middle 
managers. In sum, 46.3% (26 + 20.3) were of the view that being fearful is not a 
characteristic of successful middle managers, while 24.4% (18.7 + 5.7) were of the 
view that being fearful is a characteristic of successful middle managers. The high 
number of respondents indicating that being fearful is not a characteristic of 
successful middle managers is an indication that successful middle managers are 
not perceived as fearful. This perspective is supported by the mean score being low 
at 2.58  1.221.  
 
The second characteristic considered for successful middle managers was that of 
being uncertain. The results indicated that 34.7% of respondents felt that being 
uncertain is not characteristic of successful middle managers, and 19.80% of 
respondents felt that being uncertain is somewhat uncharacteristic of successful 
middle managers. A total of 28.1% of respondents indicated that being uncertain is 
neither characteristic nor uncharacteristic of successful middle managers and were 
thus undecided. On the contrary, 14% felt that being uncertain is somewhat 
characteristic of successful middle managers, and 3.3% felt that being uncertain is 
characteristic of successful middle managers. In sum, 54.5% (34.7 + 19.8) were of 
the view that being uncertain is not a characteristic of successful middle managers, 
while 17.3% (14 + 3.3) were of the perception that being uncertain is a characteristic 
of successful middle managers. The high number of respondents indicating that 
being uncertain is not a characteristic of successful middle managers is an indication 
that successful middle managers as not perceived as uncertain. This perspective is 
supported by the mean score being low at 2.31  1.183.  
 
The third characteristic considered for successful middle managers was that of 
being submissive. The results indicated that 25.8% of respondents felt that being 
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submissive is not characteristic of successful middle managers, and 20% of 
respondents felt that being submissive is somewhat uncharacteristic of successful 
middle managers. A total of 26.7% of respondents indicated that being submissive 
is neither characteristic nor uncharacteristic of successful middle managers, and 
thus were undecided. On the contrary, 20% felt that being submissive is somewhat 
characteristic of successful middle managers, and 7.5% felt that being submissive 
is characteristic of successful middle managers. In sum, 45.8% (25.8 + 20) were of 
the view that being submissive is not a characteristic of successful middle 
managers, while 32.3% (20 + 7.5) were of the view that being submissive is a 
characteristic of successful middle managers. The higher number of respondents 
indicating that being submissive is not a characteristic of successful middle 
managers is an indication that successful middle managers are not perceived as 
submissive. This perspective is supported by the mean score being low at 
2.63  1.270. 
 
The fourth characteristic considered for successful middle managers was that of 
being frivolous. The results indicated that 30.3% of respondents felt that being 
frivolous is not characteristic of successful middle managers, and 12.3% of 
respondents felt that being frivolous is somewhat uncharacteristic of successful 
middle managers. A total of 33.6% of respondents indicated that being frivolous is 
neither characteristic nor uncharacteristic of successful middle managers, and thus 
were undecided. On the opposite end of the scale, 18% felt that being frivolous is 
somewhat characteristic of successful middle managers, and 5.7% felt that being 
frivolous is characteristic of successful middle managers. In sum, 42.6% 
(30.3 + 12.3) were of the view that being frivolous is not a characteristic of 
successful middle managers, while 26.1% (18 + 5.7) were of the view that being 
frivolous is a characteristic of successful middle managers. The higher number of 
respondents indicating that being frivolous is not a characteristic of successful 
middle managers is an indication that successful middle managers are not perceived 
as frivolous. This perspective is supported by the mean score being low at 
2.57  1.253. 
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The fifth characteristic considered for successful middle managers was that of being 
timid. The results indicated that 23.8% of respondents felt that being timid is not 
characteristic of successful middle managers, and 17.2% of respondents felt that 
being timid is somewhat uncharacteristic of successful middle managers. A total of 
35.2% of respondents indicated that being timid is neither characteristic nor 
uncharacteristic of successful middle managers, and thus were considered 
undecided. On the contrary, 17.2% felt that being timid is somewhat characteristic 
of successful middle managers, and 6.6% felt that being timid is characteristic of 
successful middle managers. In sum, 41% (23.8 + 17.2) were of the view that being 
timid is not a characteristic of successful middle managers, while 23.8% (17.2 + 6.6) 
were of the view that being timid is a characteristic of successful middle managers. 
The high number of respondents indicating that being timid is not a characteristic of 
successful middle managers is an indication that successful middle managers are 
not perceived as timid. This perspective supported by the mean score being low at 
2.66  1.204.  
 
The sixth characteristic considered for successful middle managers was that of 
wavering in decision-making. The results indicated that 23.6% of respondents felt 
that wavering in decision-making is not characteristic of successful middle 
managers, and 14.6% of respondents felt that wavering in decision-making is 
somewhat uncharacteristic of successful middle managers. A total of 31.7% of 
respondents indicated that wavering in decision making is neither characteristic nor 
uncharacteristic of successful middle managers, and thus were considered 
undecided. However, 22.8% felt that wavering in decision-making is somewhat 
characteristic of successful middle managers, and 7.3% felt that wavering in 
decision-making is characteristic of successful middle managers. In sum, 38.2% 
(23.6 + 14.6) were of the view that wavering in decision-making is not a 
characteristic of successful middle managers, while 30.1% (22.8 + 7.3) were of the 
view that wavering in decision-making is a characteristic of successful middle 
managers. The high number of respondents indicating that wavering in decision-
making is not characteristic of successful middle managers is an indication that 
successful middle managers are not perceived as wavering in decision-making. This 
perspective is supported by the mean score being low at 2.76  1.250.  
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The seventh characteristic considered for successful middle managers was that of 
being passive. The results indicated that 16.3% of respondents felt that being 
passive is not characteristic of successful middle managers, and 26.8% of 
respondents felt that being passive is somewhat uncharacteristic of successful 
middle managers. A total of 30.1% of respondents indicated that being passive is 
neither characteristic nor uncharacteristic of successful middle managers, and thus 
were considered undecided. On the contrary, 17.1% felt that being passive is 
somewhat characteristic of successful middle managers, and 9.8% felt that being 
passive is characteristic of successful middle managers. In sum, 43.1% 
(16.3 + 26.8) were of the view that being passive is not a characteristic of successful 
middle managers, while 26.9% (17.1 + 9.8) were of the view that being passive is a 
characteristic of successful middle managers. The higher number of respondents 
indicating that being passive is not a characteristic of successful middle managers 
is an indication that successful middle managers are perceived as passive. This 
perspective is supported by the mean score being low at 2.77  1.200.  
 
The eighth and final characteristic considered for successful middle managers was 
that of being quarrelsome. The results indicated that 42.6% of respondents felt that 
being quarrelsome is not characteristic of successful middle managers, and 25.4% of 
respondents felt that being quarrelsome is somewhat uncharacteristic of successful 
middle managers. A total of 23% of respondents indicated that being quarrelsome is 
neither characteristic nor uncharacteristic of successful middle managers and were 
thus considered undecided. However, 6.6% felt that being quarrelsome is somewhat 
characteristic of successful middle managers, and 2.5% felt that being quarrelsome is 
characteristic of successful middle managers. In sum, 68% (42.6 + 25.4) were of the 
view that being quarrelsome is not a characteristic of successful middle managers, 
while 9.1% (6.6 + 2.5) were of the view that being quarrelsome is a characteristic of 
successful middle managers. The higher number of respondents indicating that being 
quarrelsome is not a characteristic of successful middle managers is an indication that 
successful middle managers are not perceived as quarrelsome. This perspective is 
supported by the mean score being low at 2.01  1.072. The following table reports 
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the financial services respondents’ perceptions of Males in relation to Internal 
derailers. 
 
Table 5.40 Ratings of Males in relation to Internal derailers   
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M SD 
1 5 Fearful 12.40% 29.90% 28.90% 16.50% 12.40% 2.87 1.204 
2 10 Uncertain 5.20% 36.10% 34.00% 16.50% 8.20% 2.87 1.027 
3 13 Submissive 21.60% 38.10% 22.70% 12.40% 5.20% 2.41 1.116 
4 21 Frivolous 11.60% 13.70% 45.30% 20.00% 9.50% 3.02 1.091 
5 25 Timid 12.80% 24.50% 38.30% 14.90% 9.60% 2.84 1.129 
6 
32 Wavering in 
decision 
4.30% 20.20% 36.20% 26.60% 12.80% 3.23 1.052 
7 46 Passive 13.50% 22.90% 38.50% 16.70% 8.30% 2.83 1.121 
8 56 Quarrelsome 11.30% 20.60% 39.20% 21.60% 7.20% 2.93 1.083 
 
In terms of the first dimension of Internal derailers for Males, namely being fearful, 
12.4% of respondents were of the view that it is not a characteristic of males, while 
29.9% of respondents felt that being fearful is somewhat uncharacteristic of males. 
A total of 28.9% of respondents indicated that being fearful is neither characteristic 
nor uncharacteristic of males. In other words, this category of respondents was 
undecided. However, 16.5% of respondents considered being fearful as somewhat 
characteristic of males, while 12.4% of respondents considered being fearful as a 
characteristic of males. In sum, 42.3% (12.4 + 29.9) were of the view that being 
fearful is not a characteristic of males, while 28.9% (16.5 + 12.4) were of the view 
that being fearful is a characteristic of males. The high number of respondents 
indicating that being fearful is not a characteristic of males is an indication that males 
as not perceived as fearful. This perspective is supported by the mean score being 
low at 2.87  1.204.  
 
The second characteristic considered for males was that of being uncertain. The 
results indicated that 12.4% of respondents felt that being uncertain is not 
characteristic of males, and 29.9% of respondents felt that being uncertain is 
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somewhat uncharacteristic of males. A total of 28.9% of respondents indicated that 
being uncertain is neither characteristic nor uncharacteristic of males, and thus were 
undecided. On the contrary, 16.5% felt that being uncertain is somewhat 
characteristic of males, and 8.2% felt that being uncertain is characteristic of males. 
In sum, 41.3% (5.2 + 36.1) were of the view that being uncertain is not a 
characteristic of males, while 24.7% (16.5 + 8.2) were of the view that being 
uncertain is a characteristic of males. The high number of respondents indicating 
that being uncertain is not a characteristic of males is an indication that males are 
not perceived as uncertain. This perspective is supported by the mean score being 
low at 2.87  1.027.  
 
The third characteristic considered for males was that of being submissive. The 
results indicated that 21.6% of respondents felt that being submissive is not 
characteristic of males, and 38.1% of respondents felt that being submissive is 
somewhat uncharacteristic of males. A total of 22.7% of respondents indicated that 
being submissive is neither characteristic nor uncharacteristic of males, and thus 
were undecided. On the contrary, 12.4% felt that being submissive is somewhat 
characteristic of males, and 5.2% felt that being submissive is characteristic of 
males. In sum, 59.7% (21.6 + 38.1) were of the view that being submissive is not a 
characteristic of males, while 17.6% (12.4 + 5.2) were of the view that being 
submissive is a characteristic of males. The higher number of respondents indicating 
that being submissive is not a characteristic of males is an indication that males are 
not perceived as submissive. This perspective is supported by the mean score being 
low at 2.41  1.116.  
 
The fourth characteristic considered for males was that of being frivolous. The 
results indicated that 11.6% of respondents felt that being frivolous is not 
characteristic of males, and 13.7% of respondents felt that being frivolous is 
somewhat uncharacteristic of males. In considering the neutral group of 
respondents, a very high number of respondents, 45.3%, indicated that being 
frivolous is neither characteristic nor uncharacteristic of males, and thus were 
undecided. On the opposite end of the scale, 20% felt that being frivolous is 
somewhat characteristic of males, and 9.5% felt that being frivolous is characteristic 
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of males. In sum, 25.3% (11.6 + 13.7) were of the view that being frivolous is not a 
characteristic of males, while 29.5% (20 + 9.5) were of the view that being frivolous 
is a characteristic of males. The higher number of respondents indicating that being 
frivolous is a characteristic of males is an indication that males are perceived as 
frivolous. This perspective is supported by the moderate mean score of 
3.02  1.091. 
 
The fifth characteristic considered for males was that of being timid. The results 
indicated that 12.8% of respondents felt that being timid is not characteristic of 
males, and 24.5% of respondents felt that being timid is somewhat uncharacteristic 
of males. A total of 38.3% of respondents indicated that being timid is neither 
characteristic nor uncharacteristic of males, and thus were considered undecided. 
On the contrary, 14.9% felt that being timid is somewhat characteristic of males, and 
9.6% felt that being timid is characteristic of males. In sum, 37.3% (12.8 + 24.5) 
were of the view that being timid is not a characteristic of males, while 24.5% 
(14.9 + 9.6) were of the view that being timid is a characteristic of males. The high 
number of respondents indicating that being timid is not a characteristic of males is 
an indication that males are not perceived as timid. This perspective is supported 
by the mean score being low at 2.84  1.129.  
 
The sixth characteristic considered for males was that of wavering in decision-
making. The results indicated that 4.3% of respondents felt that wavering in 
decision-making is not characteristic of males, and 20.2% of respondents felt that 
wavering in decision-making is somewhat uncharacteristic of males. A total of 36.2% 
of respondents indicated that wavering in decision-making is neither characteristic 
nor uncharacteristic of males, and thus were considered undecided. However, 
26.6% felt that wavering in decision-making is somewhat characteristic of males, 
and 12.8% felt that wavering in decision-making is characteristic of males. In sum, 
24.5% (4.3 + 20.2) were of the view that wavering in decision-making is not a 
characteristic of males, while 39.40% (26.6 + 12.8) were of the view that wavering 
in decision-making is a characteristic of males. The high number of respondents 
indicating that wavering in decision-making is a characteristic of males is an 
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indication that males are perceived to waver in decision-making. This perspective is 
supported by the mean score being moderately high at 3.23  1.052.  
 
The seventh characteristic considered for males was that of being passive. The 
results indicated that 13.5% of respondents felt that being passive is not 
characteristic of males, and 22.9% of respondents felt that being passive is 
somewhat uncharacteristic of males. A total of 38.5% of respondents indicated that 
being passive is neither characteristic nor uncharacteristic of males and were thus 
considered undecided. On the contrary, 16.7% felt that being passive is somewhat 
characteristic of males, and 8.3% felt that being passive is characteristic of males. 
In sum, 36.4% (13.5 + 22.9) were of the view that being passive is not a 
characteristic of males, while 25% (16.7 + 8.3) were of the view that being passive 
is a characteristic of males. The high number of respondents indicating that being 
passive is not a characteristic of males is an indication that males are not perceived 
as passive. This perspective is supported by the mean score being low at 
2.83  1.121.  
 
The eighth and final characteristic considered for males was that of being 
quarrelsome. The results indicated 11.3% of respondents felt that being 
quarrelsome is not characteristic of males, and 20.6% of respondents felt that being 
quarrelsome is somewhat uncharacteristic of males. A total of 39.2% of respondents 
indicated that being quarrelsome is neither characteristic nor uncharacteristic of 
males and were thus considered undecided. However, 21.6% felt that being 
quarrelsome is somewhat characteristic of males, and 7.2% felt that being 
quarrelsome is characteristic of males. In sum, 31.9% (11.3 + 20.6) were of the view 
that being quarrelsome is not a characteristic of males, while 28.8% (21.6 + 7.2) 
were of the view that being quarrelsome is a characteristic of males. The high 
number of respondents indicating that being quarrelsome is not a characteristic of 
males is an indication that males are not thought of as quarrelsome. This 
perspective is supported by the mean score being low at 2.93  1.083. Exploratory 
factor analysis of the data is described in further detail in the next section. 
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5.6. Overview of exploratory factor analysis 
 
Exploratory factor analysis was performed as a dimension-reduction technique. The 
main ability of factor analysis is to clarify the relations that exist among a significant 
number of observed variables by means of a reduced composition of factors. These 
factors are hidden or unobserved variables (Flora and Flake, 2017). Exploratory factor 
analysis was deemed necessary, as the researcher had no expectations of the type 
or number of factors (Taherdoost, Sahibuddin, and Jalaliyoon, 2014). The researcher 
considered the following five necessary methodological issues in the decision-making 
process: firstly, the sample size; secondly, determining the appropriateness of 
exploratory factor analysis, based on the research objectives; thirdly, selecting the 
best suitable procedure; fourthly, determining the appropriate quantity of factors 
ultimately incorporated; and, fifthly, the appropriate technique for rotating the factors, 
resulting in an output that is easy to understand (Fabrigar, Wegener, MacCallum, and 
Strahan, 1999). 
 
The 72 positive items forming a positive group and 13 negative items forming a 
negative group of the SDI were exposed to principal components analysis (PCA) using 
SPSS Version 25. The varimax method was used. Before the PCA was performed, 
the suitability of the data for factor analysis was established. The Kaiser-Meyer-Olkin 
Measure of Sampling Adequacy (KMO-MSA) and Bartlett’s Test of Sphericity were 
performed to establish whether factor analysis was necessary. According to 
Tabachnick and Fidell (2013), the KMO index ranges from 0 to 1, with 0.6 suggested 
as the minimum value for a good factor analysis. Bartlett’s Test of Sphericity produces 
as its output a chi-square, whereby p < 0.05 indicates significance. The process of 
using factor analysis is positioned as the most suitable for this study (Taherdoost et 
al., 2014). Eigenvalues with a value of 1.0 and above were retained, and total variance 
extracted of 60% was considered. Factor loadings of 0.5 and above were retained in 
the rotated component matrix. The table below indicates the results of the exploratory 
factor analysis of the positive characteristics that emerged from the data. 
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5.6.1. Exploratory factor analysis applied to the positive group 
 
For the positive group of characteristics, exploratory factor analysis was done, using 
the KMO-MSA (Kaiser, 1970) and Bartlett’s Test of Sphericity. The following table 
reports the results.  
 
Table 5.41 KMO-MSA and Bartlett’s Test: Positive group 
KMO and Bartlett's Test 
KMO-MSA .949 
Bartlett's Test of Sphericity Approx. chi-square 7275.310 
df 780 
Sig. .000 
 
Table 5.21 above indicates that the KMO coefficient was 0.949. This confirmed that 
this process it was appropriate to conduct a factor analysis, as the value exceeded the 
identified threshold value of 0.6 (Taherdoost et al., 2014). For Bartlett’s test of 
sphericity to be statistically significant, it should have a p < 0.05 and a Sig value of 
0.000. In this case, the result was 0.000, which was significant, and indicated that the 
statistics compiled were appropriate for factor analysis. Furthermore, in the process of 
applying the factor analysis, PCA with varimax rotation was used. Table 5.42 provides 
a detailed view of the various factors identified and the items of each factor.  
 
Table 5.42 Exploratory factor analysis: Positive group  
Exploratory Factor Analysis  
Factor 1: Intrapersonal capabilities Factor Loading Eigenvalues % of Variance 
77 Assertive 
74 Self-confident 
86 Logical 
50 Firm 
71 Direct 
76 Steady 
51 Prompt 
30 Analytical ability 
67 Self-controlled 
35 Able to separate feelings from ideas 
.774 
.740 
.726 
.720 
.705 
.698 
.697 
.675 
.674 
.672 
14.677 36.692 
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87 Skilled in business matters 
58 Well informed 
7 Leadership ability 
36 Competent 
47 Objective 
61 Ambitious 
80 Tactful 
92 Self-reliant 
66 Desires responsibility 
69 Decisive 
2 Consistent 
22 Intelligent 
54 Knows the way of the world 
.662 
.652 
.633 
.630 
.629 
.615 
.615 
.613 
.609 
.567 
.543 
.532 
.523 
Factor 2: Interpersonal capabilities  Factor Loading Eigenvalues % of Variance 
45 Aware of feelings of others 
53 Humanitarian values 
4 Sympathetic 
8 Values pleasant surroundings 
37 Understanding 
81 Helpful 
42 Grateful 
90 Kind 
52 Intuitive 
.739 
.699 
.698 
.663 
.658 
.643 
.588 
.579 
.549 
3.917 9.792 
Factor 3: Internal Derailers  Factor Loading Eigenvalues % of Variance 
32 Wavering in decision-making 
10 Uncertain 
25 Timid 
21 Frivolous 
56 Quarrelsome 
46 Passive 
5 Fearful 
13 Submissive 
.750 
.710 
.695 
.693 
.680 
.651 
.625 
.589 
2.072 5.180 
Total variance explained    51.664 
*Note: A total of 39 items were deleted due to low factor loadings. They did not measure what 
they were intended to measure. 
 
The table above indicates that three factors were extracted. Factor 1 was called 
Intrapersonal capabilities, which focused on the behaviours occurring internally for 
African female leaders and related to themselves. Factor 2 was called Interpersonal 
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capabilities, which focused on the behaviours occurring between African female 
leaders and others, or other variables. Lastly, Factor 3 was called Internal derailers, 
which focused on the behaviours that African female leaders exhibit that have the 
potential to become obstacles to their progress. Factor 1 contributed 36.692% of total 
variance explained, Factor 2 contributed 9.792% of total variance explained, and 
Factor 3 contributed 5.180% of total variance explained; the sum of the total variance 
explained was 51.664%, which was below the suggested threshold value of 60% by 
8.336%. Factor loadings were above 0.5, meaning that these were important to the 
factors they are measuring. The following table reports the results of the exploratory 
factor analysis of the Negative group.  
 
5.6.2. Exploratory factor analysis applied to the negative group  
 
With the Negative group of characteristics, the KMO-MSA and Bartlett’s Test of 
Sphericity were similarly applied. This process allowed for the verification of the 
appropriateness of the utilisation of the exploratory factor analysis.  
 
Table 5.43 KMO-MSA and Bartlett's Test — Negative group 
KMO-MSA and Bartlett's Test 
KMO-MSA .891 
Bartlett's Test of Sphericity Approx. chi-square 1256.887 
df 36 
Sig. .000 
 
Table 5.23, above, indicates that the KMO-MSA coefficient was 0.891. This confirmed 
the appropriateness of factor analysis being applied, as the value was above the 
identified threshold value of 0.6 (Taherdoost et al., 2014). For Bartlett’s Test to be 
statistically significant, it should have p < 0.05 and a Sig value of 0.000. In this case, 
the result was 0.000, which was significant, and indicated that the data compiled was 
appropriate for a factor analysis. Furthermore, in the process of applying factor 
analysis, PCA with varimax rotation was used. Table 5.44 that follows provides a 
detailed view of the various factors identified and items composing each factor.  
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Table 5.44 Exploratory factor analysis for Negative group 
Exploratory Factor Analysis 
Factor 1: Destructive characteristic  Factor Loading Eigenvalues % of Variance 
40 Aggressive 
38 Vulgar 
83 Deceitful 
88 Selfish 
17 Devious  
85 Bitter  
.792 
.788 
.667 
.667 
.652 
.610 
4.288 47.647 
Factor 2: Withdrawal Characteristics Factor Loading Eigenvalues % of Variance 
49 Shy 
70 Nervous 
89 Demure 
.799 
.751 
.632 
1.057 11.740 
Total variance explained    59.387 
*Note: Four items were deleted due to low factor loadings. They did not measure what they 
were intended to measure. 
 
The table above indicates that two factors were extracted. Factor 1 was called 
Destructive characteristics, indicating behaviours that may have the ability to be 
harmful, and Factor 2 was called Withdrawal characteristics, referring to the potentially 
protective behaviours that may cause avoidance. Factor 1 contributed 47.647% of total 
variance explained, and Factor 2 contributed 11.74% of total variance explained; the 
sum of the total variance explained was 59.387%, which was slightly below the 
suggested threshold value of 60%, by 0.613%. Factor loadings were above 0.5, 
meaning that these were important to the factors they were measuring. Having 
completed the exploratory factor analysis, the following section explores the 
hypothesis testing.  
 
5.7. Hypotheses testing: One-way ANOVA 
 
To assess the differences in mean scores across the four categories of groups being 
rated, namely African female leaders, Females, Successful middle managers, and 
Males, analysis of variance (ANOVA) was used (Pallant, 2011). The analysis of 
variance compares the variability in scores that is present between the indicated 
groups being observed with the variability within each of the groups (Pallant, 2011). 
This within-group versus between group analysis provides an indication of the ratio of 
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variability, which, if significant, confirms the null hypothesis. Performing post-hoc tests 
thereafter gives an indication of which of the indicated groups differ (Pallant, 2011). 
Finally, calculating the eta squared provides an indication of the effect size (Pallant, 
2011). The first characteristics considered in the analysis of variance was for the 
negative leadership characteristics.  
 
5.7.1. One-way ANOVA for Negative leadership characteristics 
 
Hypothesis 1 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of negative leadership characteristics. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of negative leadership characteristics. 
 
However, after the exploratory factor analysis, it was established that the hypothesis 
cannot work, as the exploratory factor analysis yielded two additional factors, namely 
Destructive characteristics and Withdrawal characteristics. This necessitated the 
adaption of the initial hypothesis to accommodate these two new factors, which are 
represented in the revised null and alternate hypothesis indicated below.   
 
Adapted Hypothesis 1.1: 
 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of destructive characteristics. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of destructive characteristics. 
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Adapted Hypothesis 1.2: 
 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of withdrawal characteristics. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of withdrawal characteristics. 
 
Table 5.45 ANOVA of Negative characteristics 
  
Sum of 
Squares df 
Mean 
Square F Sig. 
Destructive 
Characteristics 
Between 
Groups 
64.853 3 21.618 28.321 0.000 
Within Groups 313.720 411 0.763     
Total 378.573 414       
Withdrawal 
Characteristics 
Between 
Groups 
24.736 3 8.245 11.868 0.000 
Within Groups 285.539 411 0.695     
Total 310.275 414       
 
A one-way ANOVA was performed to determine if a statistically significant difference 
exists across the four categories of groups being rated on Destructive and Withdrawal 
characteristics respectively, which make up the Negative characteristics. It is evident 
from Table 5.1 that there was a statistically significant difference at the p < 0.05 level 
of significance of Destructive characteristics among the four categories: 
F (3.411) = 28.321; p = 0.000. Post hoc tests using Dunnett’s T3 (since homogeneity 
of variances was not assumed) indicated that statistically significant differences in 
Destructive characteristics existed between the categories indicated in Table 5.2, 
below. 
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Table 5.46 Post hoc tests of Destructive characteristics 
Group Categories p-value 
African female leaders (2.59  0.91) & Successful middle managers (2.04  0.96) 0.000 
African female leaders (2.59  0.91) & Males (3.07   0.75) 0.000 
Females (2.82  0.82) & Successful middle managers (2.04;  0.96) 0.000 
Successful middle managers (2.04  0.96) & Males (3.07  0.75) 0.000 
 
Table 5.1 also indicates that there was a statistically significant difference at the 
p < 0.05 level of significance of Withdrawal characteristics of the four categories: 
F (3.411) = 11.868; p = 0.000. Post hoc tests using Tukey’s HSD (since homogeneity 
of variances was assumed) indicated that statistically significant differences in 
Withdrawal characteristics existed between the categories shown in Table 5.3, below. 
 
Table 5.47 Post hoc tests of Withdrawal characteristics 
Group Categories p-value 
African female leaders (2.90   0.83) & Successful middle managers (2.50   0.90) 0.002 
Females (3.16  0.78) & Successful middle managers (2.50   0.90) 0.000 
Successful middle managers (2.50   0.90) & Males (2.88   0.80) 0.005 
 
5.7.1.1. Calculating of the effect size  
 
Since there was a statistically significant difference in Destructive characteristics and 
Withdrawal characteristics across the four groups, it is appropriate to calculate the 
magnitude of the difference using the eta squared statistic. Eta squared is calculated 
using the following formula: 
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Eta squared (
2 ) = 
sumof squares between groups
Total sumof squares
 
 
5.7.1.1.1. Calculation of the effect size of Destructive characteristics  
 
Eta squared (
2 ) = 
sumof squares between groups
Total sumof squares
 
      = 
64.853
313.720
 
      = 0.206722555 
      = 0.21 
Cohen’s (1988) criterion was applied as guideline to classify the size of the effect. It 
stipulates that 1% or 0.01 = small effect, 6% or 0.06 = moderate effect and 14% or 
0.14 = large effect. The calculated eta squared from the above result implied a very 
large effect.  
 
5.7.1.1.2. Calculating of the effect size of Withdrawal characteristics  
 
Eta squared (
2 ) = 
sumof squares between groups
Total sumof squares
 
       = 
24.736
310.275
 
       = 0.079722827 
      = 0.08 
The calculated eta squared from the above result suggested a moderate effect. The 
next characteristics considered in the analysis of variance was positive leadership 
characteristics.  
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5.7.2. One-way ANOVA for Positive leadership characteristics 
 
Hypothesis 2 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of positive leadership characteristics. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of positive leadership characteristics. 
 
However, after the exploratory factor analysis, it was established that the hypothesis 
could not work, as the exploratory factor analysis yielded three additional factors, 
namely Intrapersonal capabilities, Interpersonal capabilities, and Internal derailers. 
This necessitated the adaption of the initial hypothesis to accommodate these three 
factors, which are represented in the revised null and alternate hypothesis indicated 
below.    
 
Adapted Hypothesis 2.1: 
 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of intrapersonal capabilities. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of intrapersonal capabilities. 
 
 
Adapted Hypothesis 2.2: 
 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of interpersonal capabilities. 
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H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of interpersonal capabilities. 
 
 
Adapted Hypothesis 2.3: 
 
H 0 :  There is no significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of internal derailers. 
 
H1:  There is a significant difference in respondents’ perceptions of African female 
leaders, successful middle managers, females, and males in the financial 
services industry in terms of internal derailers.  
 
Table 5.48 ANOVA of Positive characteristics 
  
Sum of 
Squares df 
Mean 
Square F Sig. 
Intrapersonal 
Capabilities 
Between 
Groups 
7.683 3 2.561 6.040 0.000 
Within Groups 174.267 411 0.424     
Total 181.950 414       
Interpersonal 
Capabilities 
Between 
Groups 
19.346 3 6.449 11.994 0.000 
Within Groups 220.965 411 0.538     
Total 240.311 414       
Internal 
Derailers 
Between 
Groups 
31.717 3 10.572 20.951 0.000 
Within Groups 207.399 411 0.505     
Total 239.116 414       
 
Similarly, a one-way ANOVA was performed to determine if a statistically significant 
difference exists across the four categories of groups being rated on Intrapersonal 
capabilities, Interpersonal capabilities, and Internal derailers respectively, which made 
up Positive characteristics. It is evident from Table 5.4 that there was a statistically 
significant difference at the p < 0.05 level of significance of Intrapersonal capabilities 
among the four categories: F (3.411) = 6.040; p = 0.000. Post hoc tests using Tukey’s 
HSD indicated that statistically significant differences in Intrapersonal capabilities 
existed between the categories depicted in the following Table 5.5. 
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Table 5.49 Post hoc tests on intrapersonal capabilities 
Group Categories p-value 
African female leaders (3.64   0.68) & Successful middle managers (4.00  0.67) 0.000 
Females (3.77  0.68) & Successful middle managers (4.00  0.67) 0.047 
 
Table 5.4 also indicates that there was a statistically significant difference at the 
p < 0.05 level of significance of Interpersonal capabilities among the four categories: 
F (3.411) = 11.994; p = 0.000. Post hoc tests using Tukey’s HSD revealed that 
statistically significant differences in Interpersonal capabilities existed between the 
four categories shown in Table 5.6, below. 
 
Table 5.50 Post hoc tests of Interpersonal capabilities 
Group Categories p-value 
African female leaders (3.72  0.74) & Females (4.02  0.66) 0.024 
African female leaders (3.72  0.74) & Males (3.44  0.76) 0.047 
Females (4.02  0.66) & Males (3.44  0.76)  0.000 
Successful middle managers (3.93  0.76) & Males (3.44  0.76) 0.000 
 
Finally, Table 5.4 also indicates that there was a statistically significant difference at 
the p < 0.05 significance level of Internal derailers among the four categories: 
F (3.411) = 20.951; p = 0.000. Post hoc tests using Dunnett’s T3 showed that 
statistically significant differences in Interpersonal capabilities existed between the 
categories shown in Table 5.6, below. 
 
Table 5.51 Post hoc tests of Internal derailers 
Group Categories p-value 
African female leaders (3.11   0.61) & Successful middle managers (2.54   0.83) 0.000 
Females (3.25   0.66) & Successful middle managers (2.54   0.83) 0.000 
Females (3.25   0.66) & Males (2.87  0.69) 0.001 
Successful middle managers (2.54   0.83) & Males (2.87   0.69) 0.008 
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5.7.2.1. Calculating of the effect size  
 
Since there was a statistically significant difference in Intrapersonal capabilities, 
Interpersonal capabilities, and Internal derailers across the four groups, it was 
appropriate to calculate the magnitude of the difference using the eta squared statistic.  
 
5.7.2.1.1. Calculating of the effect size of Intrapersonal capabilities   
 
Eta squared (
2 ) = 
sumof squares between groups
Total sumof squares
 
      = 
7.683
181.950
 
      = 0.042225886 
     = 0.04 
The calculated eta squared from the above result suggests a moderate effect.  
 
5.7.2.1.2. Calculating of the effect size of Interpersonal capabilities   
 
Eta squared (
2 ) = 
sumof squares between groups
Total sumof squares
 
      = 
19.346
240.311
 
     = 0.080504015 
     = 0.08 
The calculated eta squared from the above result implies a moderate effect. 
 
5.7.2.1.3. Calculating of the effect size of Internal derailers   
Eta squared (
2 ) = 
sumof squares between groups
Total sumof squares
 
      = 
31.717
239.116
 
      = 0.132642734 
      = 0.13 
The calculated eta squared from the above result indicates a large effect.  
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5.8. Summary of hypotheses 
 
In the process of analysis of the statistical output, there was sufficient statistical 
evidence that there is significant difference in respondents’ perceptions of African 
female leaders, successful middle managers, females, and males in the financial 
services industry in terms of negative and positive characteristics, thus confirming the 
postulated hypothesis. Below is an overall summary of the outcome of the hypothesis 
testing. 
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Table 5.52 Summary of hypothesis testing 
Hypotheses Statements p-value Position 
of results 
Hypothesis 1.1 
H1 
There is a significant difference in 
respondents’ perceptions of African female 
leaders, successful middle managers, 
females, and males in the financial services 
industry in terms of destructive characteristics. 
p < 0.05 Accepted 
Hypothesis 1.2 
H1 
There is a significant difference in 
respondents’ perceptions of African female 
leaders, successful middle managers, 
females, and males in the financial services 
industry in terms of withdrawal characteristics. 
p < 0.05 Accepted 
Hypothesis 2.1 
H1 
There is a significant difference in 
respondents’ perceptions of African female 
leaders, successful middle managers, 
females, and males in the financial services 
industry in terms of intrapersonal capabilities. 
p < 0.05 Accepted 
Hypothesis 2.2 
H1 
There is a significant difference in 
respondents’ perceptions of African female 
leaders, successful middle managers, 
females, and males in the financial services 
industry in terms of interpersonal capabilities. 
p < 0.05 Accepted 
Hypothesis 2.3 
H1 
There is a significant difference in 
respondents’ perceptions of African female 
leaders, successful middle managers, 
females, and males in the financial services 
industry in terms of internal derailers. 
p < 0.05 Accepted 
 
5.9. Overview of the quantitative results 
 
The overall results of the quantitative data indicate numerous similarities and 
variations in perceptions of African female leaders in relation to females, successful 
middle managers and males. The above provides an overview of the analysis 
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conducted on quantitative statistics from the first phase of the research process of 
analysing the resultant data. The following section reports the results of the second 
phase of the research, which was qualitative in nature, and took the form of interviews.  
 
5.10. Qualitative data analysis 
 
In exploring the data further, the focus now turns to the qualitative phase of the 
research. This part of the process was composed of semi-structured interviews with 
four distinct sample groups, namely: 
 
1. Five subordinates who reported directly into African female leaders; 
2. Five peers who worked alongside African female leaders;  
3. Five managers who directly managed African female leaders; and  
4. Ten African female leaders occupying leadership roles. 
 
All the participants were from the financial services industry. The participants were 
from two of the four major banks in South Africa. In terms of the ten African female 
leaders, the roles these females occupied afforded them the opportunity to be 
decision-makers and influencers (middle management, senior management, and 
executive level). These individuals reported to general managers, cluster executives, 
divisional executives, and group executives. Discussions were held to understand the 
views and perceptions held by each participant group.  
 
The interviews were recorded and transcribed, and these transcripts were analysed 
using thematic analysis to identify emergent themes and, where deemed applicable, 
sub-themes. This enabled the comparison of answers to the questions and the 
identification of similarities and differences in experiences and perceptions. The 
analysis was conducted based on the exploratory aims of the study to:  
 
 Determine perceptions held towards African female leaders; 
 Determine how they believe they are perceived by others; 
 Determine if how they are perceived has an influence on their leadership style.  
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In analysing the interview data, the resultant themes are supplemented using verbatim 
quotations of participants. To maintain anonymity, pseudonyms were assigned to 
participants. The same questions were posed to each participant, and probing 
questions allowed for deeper understanding and exploration. Participants were given 
the code ‘S’ denoting subordinate of an African female leader, ‘P’ denoting a peer of 
an African female leader, ‘M’ denoting manager of an African female leader and ‘AFL' 
denoting an African female leader. After each letter denoting the appropriate category, 
a number represents the participant. The first section of the qualitative analysis 
focuses on the perception of African female leaders by subordinates.  
 
5.10.1. Perceptions held by subordinates of African female leaders 
 
To get the perceptions of people who report directly to African female leaders, five 
subordinates of African female leaders were interviewed. Below is an overview of the 
demographic composition of the subordinates of African female leaders interviewed. 
 
Table 5.53 Race and gender of subordinate participants 
GENDER RACE 
 African Coloured Indian White 
Female 1 1  1 
Male   1 1 
 
The table indicates that, of the five participants interviewed, three were female and 
two were male. In terms of race, there was representation across African, Coloured, 
Indian, and white. The participants’ perspectives are now being discussed in further 
detail, the first being how they perceive African female leaders from their experience 
of being managed by them.  
 
5.10.1.1. Characteristics of good leaders 
 
To understand the similarities and differences between characteristics of African 
female leaders and those of good leaders in the opinion of subordinates, their views 
of good leaders were explored. Good leaders would be the proxy for the ideal 
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leadership style subordinates would appreciate; it describes the type of leadership 
characteristics they believe leaders should display. Below is an overview of what they 
deemed characteristics of good leaders in general, independent of race or gender. 
 
Table 5.54 Descriptors of good leadership characteristics by subordinate 
participants 
Category Descriptor 
Empowering 
S1 indicated a person who does not micromanage is a good 
manager. This person according to S3 “empowers, you know, 
their people.”  
Vision and 
direction  
S2 indicated a good leader as someone who has a vision and is 
able to take the team along on their vision. “It’s someone that sets 
the way, paves the way and doesn’t then leave them by the 
roadside, you know. Go on that journey with them…”  S3 echoed 
this: “…a hard worker who is always striving for more, not just for 
themselves, but also wants to take the team along on that 
journey.” 
Happy  
S2 indicated the ability to be happy as imperative for a good 
leader, in that they are “…generally happy … they understand 
that a happy environment makes for happy work.” 
Makes tough 
calls and 
decisions  
S3 indicated the ability to make tough decisions and have difficult 
conversations: “I guess someone who leads by himself or 
someone who is not afraid to have difficult conversations, raise 
issues, and so on…  Someone who’s a decision-maker, not just 
someone who sort of sits on the fence, who has a point and then 
can make it as well. “ 
Listening  
S4 indicated that they have the ability to listen. “Good leaders 
also listen to voices in the trenches, take time to operate on a 
tactical level, but are also able to be strategic.” 
 
Given the opportunity to address any areas of development with their current leaders 
they stated the following: 
 
 S1 cited the need for her manager to intervene in an instance where a customer 
had provided feedback with which she disagreed. 
 S2 indicated that her manager gets so busy and pre-occupied she often forgets 
to see her team as individuals and to understand things on her team’s level, 
making her unapproachable: “It’s very difficult then to approach her when she’s 
frazzled, because now you’re going to get a cold shoulder or you’re going to get 
a snappy response or something like that…”  S5 shared this sentiment, 
indicating that the size of the team made the manager unapproachable. Due to 
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the number of people in the team, the leader was not in touch with the team at 
all levels.  
 S3 cited more guidance in unfamiliar circumstances: “So, it is great to have a 
bit of context and then, sort of, go and explore on things yourself, so maybe just 
a bit of guidance in certain areas would be good.” 
 
Having discussed how subordinates define good leadership, the next section delves 
into how subordinates perceive African female leaders specifically from their 
experience of being managed by them.  
 
5.10.1.2. Perceptions of leadership characteristics of African female leaders by 
subordinates  
 
The section explores the various perceptions held of African female leaders based on 
the leadership characteristics their subordinates have experienced them displaying. 
The below table provides an overview of what has been experienced as the primary 
leadership styles by subordinates. 
 
Table 5.55 Leadership characteristics displayed by African female leaders as 
described by subordinate participants 
Category Descriptor 
Empowerment S1: “The majority of the time it’s very much, you must take 
ownership of your own work and then report back to her.” 
 
S3: “...will let you run with things and, where you’re not sure, 
they’ll also just sort of engage and make sure you understand, 
and they want to see you succeed.” 
Interest in 
personal life  
S1: “So, I also feel like there’s been a change in her leadership. 
So, initially, it was very much business focus, no talk about 
anything else.  You didn’t come to work, you didn’t have a 
personal life, that sort of thing. She’s also a new leader. But I feel 
like that’s changed as well. So, there’s a better relationship 
between us from a personal point of view, which, I think, is just 
obviously change over time from when we got to know each 
other.” 
Committed S2: “…normally strong, committed to the course … there’s often 
something else driving their … motivations, you know, whether 
it’s the organisation’s goal or it’s your country goal or whatever 
goal, I think committed to that course. I find them quite committed 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
279 
 
to, you know, what it is that the company is trying to achieve…  
When I say committed to the course, I probably I also mean that 
from a personal perspective…” 
Strength of 
character 
S2: “She’s got such a strong character. She’s not forgetting who 
she is and where she’s come from, but, at the same time, 
understanding the environment that she’s currently in and 
applying that all along.” 
 
S3: “I definitely think they’re strong…  They have to put up with, 
you know, the things that society obviously throws at them — it’s 
a male-dominated industry, and they still have to break those 
barriers. So, I see them as strong.” 
 
S5: “So, for me, from what I have experienced, I haven’t seen a 
lot so typically very strong … so they need to push or put in a lot 
more than others to be recognised.” 
Motherly  S2: “Because she shows up in more ways than anybody has ever 
shown up in terms of being there to care for you or making sure 
that you are okay and caring for you as an individual and as a 
person, because that’s her personality and that’s what I know and 
that is really why I love her so dearly … there is no one that’s 
there more for you from a management point of view. Female 
gives advice and is caring and motherly…” 
Provide 
opportunities for 
growth  
S3: “Both gave me the opportunity to sort of grow and to, you 
know, leave me to sort of run with things, and where I’m not 
comfortable, I can go back to them, but they give me the 
opportunity to grow.” 
Role models  S4: “I think that they are role models as well as aspirational.” 
Cultural 
sensitivity   
S5: “For example, if there’s a God forbidden death or just in terms 
of cultural practises, obviously family. So, there is a lot of 
understanding, you know, the family.  It just makes things easier 
for you.”  This is due to the fact that the leader is an African 
woman and the subordinate is an African woman, which 
translates into a level of cultural understanding and makes the 
relationship easier to manage. 
 
The overarching sentiment among participants was the limited number of African 
female leaders in their organisations. S2 indicated a scarcity of African female leaders 
in corporates in general: “So, I think they’re not given enough opportunity, to be honest. 
So, they’re lacking in the business.”. Of the five subordinates, for two of them it was 
their first time ever reporting to an African female leader. 
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In determining if any other factors influenced leadership style, the age of the African 
female leaders was cited by S1 as influential. She indicated that the fact that her 
manager and she were of a similar age made the working relationship better, calling 
this a “modern leadership style”. This translated into an ability to relate to her better 
than previous managers, who were older.  
 
One of the pervasive limitations was the limited number of African female leaders in 
organisations, and, as such, although participants had been managed by African 
female leaders, the number of such females they had been exposed to in their careers 
was limited. Despite this limitation, the consistent feedback from the five subordinates 
was that they would work for an African female leader in future. The following section 
details the influence of race and gender of the subordinate on how they are treated.  
 
5.10.1.3. Influence of race and gender of subordinate on leadership style  
 
To understand whether African female leaders are perceived to treat subordinates of 
different races and genders the same or differently, the participants were requested to 
provide their perspectives based on their experience. The table below gives an 
overview of the feedback.  
 
Table 5.56 Influence of the subordinates’ race and gender on how they are 
treated by the African female leader   
Race and gender has an impact Race and gender have no impact 
S3 experienced her first African female 
leader as displaying favouritism based 
on race, with the manager seemingly on 
the side of the people of a particular 
race: “The people of colour like myself, 
there was some other African females in 
the team as well. It felt like we were sort 
of pushed to the side about that.” 
S1: “No, I think everyone is treated very 
similar. We’re a small team, so she 
manages the three of us…  No, I wouldn’t 
say favouritism at all.” 
 
S2: “I personally don’t think so. I did, 
maybe, in the beginning. I did feel that 
there was maybe a connection more with 
the African females … in the beginning I 
might have felt maybe that way … but I 
haven’t felt that for a long time.” 
 
The overall view expressed by subordinates was that they did not experience a 
differentiation in treatment by African female leaders of their subordinates based on 
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race and gender. S3 who had had two African female leaders experienced some 
favouritism, resulting in preferential treatment of those of a particular race; however, 
she also attributed this to the race composition of the organisation and the leaders’ 
prior relationships stating, “The company at the time was made up of more White 
people than people of colour, and the manager also, like, had relations within the work 
context, as well as outside, and it almost felt like, you know, that she sort of geared 
towards one side more than, sort of, understanding the bigger picture.”  In this 
instance, the African female leader displayed favouritism towards White staff, as the 
organisational composition historically had been predominantly white.  
 
This concludes the section on the perspectives of subordinates of African female 
leaders. The next section explores the perceptions held of African female leaders by 
their peers. These are the people who work alongside them as leaders and have 
experienced their contribution to the leadership team.  
 
5.10.2. Perceptions held by peers of African female leaders 
 
To get the perceptions of people who work alongside African female leaders, five 
peers of African female leaders were interviewed. Below is an overview of the 
demographic composition of the peers of the African female leaders interviewed. 
 
Table 5.57 Race and gender of peer participants 
GENDER RACE 
 African Coloured Indian White 
Female  1  1 
Male 1  1 1 
 
The table indicates that, of the five participants interviewed, two were female and three 
were male. In terms of race, there was representation across African, Coloured, Indian 
and white. The participants’ perspectives are now being discussed in further detail, the 
first being what peers generally described, in their view, as good leadership.  
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5.10.2.1. Characteristics of good leaders 
 
To understand the similarities and differences between characteristics of African 
female leaders and those of good leaders in the opinion of peers, their perspectives 
of good leaders were explored. Good leaders would be the proxy for the ideal 
leadership style according to the peers. Below is an overview of what they deemed 
characteristics of good leaders in general, independent of race and gender. 
 
Table 5.58 Descriptors of good leadership characteristics by peer participants 
Category Descriptor 
Team 
understanding 
and recognition  
P1: “A good leader is a person that has, or they’ve got their finger 
on the pulse of what’s happening down on the coalface.” 
 
P1: “You must have presence. So, there’s no use for a leader to 
be leading you away from their actual coalface. You must have 
presence in the coalface. So, you must have knowledge of what 
everyone’s deliverables are and how they actually escalate to 
you. I think, if a leader doesn’t have that, it’s a problem, because 
I hate leadership by e-mail, I hate leadership by calls, and when 
there are pressure points, I want leadership to be part of the team, 
so you must always be there with people that have got 
deliverables.” 
 
P2: “…understands that it really is a team sport and that they can 
only connect as well as the team and set up the team for 
success.” 
Listening  P1: “A leader must have this ability, a great ability to hear the 
noise, filter out the noise, but hear the real stuff from people, and 
listening. I’ll give you all the backgrounds of listening. Listening is 
not only active listening. You are attentive and reacting to 
people’s needs or their concerns but listening also is to listen 
what’s happening outside of the environment, your individual 
environments. For instance, if someone wanted to move from the 
current position that they are holding, you want a leader that 
would know from the referrals, people talking around, how nice it 
is to work in a certain environment, and you hear that your 
individual is entrusted in that. So, you must be able to listen to 
what the needs of your people are and immerse yourself into 
those needs.” 
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Having a vision  P3: “Okay, so, I think it starts with having a vision. So, you’ve got 
to know where you’re trying to go…  Then, I think, the vision about 
where you’re going, communication how well you are articulated, 
sending out of e-mails is not articulating vision. So, how I suppose 
you eventually hear your words come out of other people mouths 
and that everyone can describe the vision in whatever way they 
want to means that you’re kind of getting there.” 
 
P4: “Thought leadership and strategic vision is important.” 
Strategic, with 
ability to deliver 
on the plan  
P2: “…somebody who is … ideally like to be strategic and 
somebody who doesn’t miss on the broader strategic requirement 
and where they’re trying to go to. They have a plan, and they 
execute on that plan.” 
 
P4: “…it’s important that a good leader comes in with a clear idea 
on the type of strategy they want to define and follow and then 
how they go about executing it. The ‘how’ is how they look to 
mobilise people, so their ability to inspire people to mobilise 
behind their strategy.” 
Technical 
competence  
P2: “…being technically competent broadly, generally, but not 
specifically.” 
 
P3: “…think that you absolutely have to have some technical 
skills, have to have come from somewhere, but that’s as 
important as, I suppose, the people skills. So, especially, I think, 
in financial services … I mean, you do need some technical skills, 
because it is part of what people look to in leaders, aspire to 
knowledge and experience and etcetera, etcetera. It doesn’t 
mean that you can’t come from another industry, but you have to 
actually understand the bits and bobs and the Banking 101.” 
Humility, self-
awareness and 
perspective  
P2: “It’s a combination of being humble, of having the ability to 
have introspection…” 
 
P4: “I think that leaders struggle with the most is stepping back 
and saying, ‘What’s it like to walk in the shoes of someone else?’   
Because it’s very easy for me to think everyone’s walked in my 
shoes and I’ll compare it to my experience, but lots of people have 
had very different experiences, and, I think, a leader who’s able 
to transcend perspective is one who can then manage his team 
a lot better.” 
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Authenticity  P3: “Then, I think, there’s about that — the genuineness and the 
authenticity of a person. So, I think we all know people that you 
meet, and you can feel if this person is authentic or what their 
intention is. So, I think a lot of it is about authenticity.” 
 
P4: “I think a leader has to lead with authenticity. I think that’s 
critical in terms of how you lead. So, the moment a leader is not 
authentic, their team will see through it, and I think that’s quite 
worrying. I think a leader need to be consistent because it’s 
terrible if I say something to you and then I say something else to 
someone else, and we see a lot of that. I don’t know, it’s a 
different version of triangulation, but that’s what I see … often, 
leaders who I don’t have a lot of respect for, people who will have 
a view to one person on the side and someone else a different 
view, and it almost seems to be a little bit of people pleasing and 
playing to our popularity as opposed to staying true to the cause 
that they believe.” 
Empowerment P4: “So, I think a good leader is one who’s empowering. I think a 
good leader leads in terms of thought leadership, not necessarily 
having to micromanage.” 
 
P5 described empowerment: 
 “So, if you don’t find a way to empower your people to get 
to where they want to go as a leadership, then you’re 
setting yourself up for failure, because all you’re doing is 
having people spin their wheels. They do a job, but they 
do a job within the confines of what is expected, and they 
do nothing beyond that. They take no initiative. They just 
don’t bother. And in a lot of instances we find that staff 
becomes counterproductive, because they’re no longer 
happy in this role because this role becomes mundane.” 
 “So, also for me, it’s around empowerment, support, 
sponsorship of people. If you don’t bring that into the 
working relationship, you get nowhere.” 
 “But, I think that, if you give people the opportunity to be 
empowered and you sponsor people to move forward 
again, you’re going to get massive levels of productivity 
outside of the confines of that role.” 
Understanding 
individuals  
P4: “I also think, for me, in the current times, I respect a leader 
who actually, like, cares for their people, and they tell them. Like, 
it’s acknowledging and respecting that you’re not just a person 
here for the job, but you’re a person and that you have family and 
you have commitments, and it’s acknowledging and recognising 
the human side of individuals, not just seeing them as objects 
here to perform a task.” 
 
P5 described this notion in detail as follows: 
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 “So, characteristics of a good leader, for me, it’s around 
understanding that the one-size-fits-all is not a leadership 
style and is not a managerial tool that fits us or should be 
used. So, for me, it’s around empathy and understanding 
of your people, being able to manage a person at a 
personal level, knowing and understanding your staff. So, 
having that interpersonal relationship with each team 
member, because you want to know where those persons 
come from, where they’re moving to, and how you’re going 
to help them to get to that place. And, I think, if you don’t 
have proper interpersonal relationship with that individual 
they’re never going to get to a position of trusting you with 
that kind of information.” 
 “But, when you get to that interpersonal level and the 
empathy towards what that individual is going through 
and where they want to be, you understand that 
individual better and you’re able to almost channel them 
in ways that will be fulfilling for that individual.” 
 “I expect him to know where I want to be in five years’ 
time. I expect him to understand my family dynamic, 
because, if you don’t understand the family dynamic, how 
are you going to help me?” 
 “So, I came to work on Monday and I said to my line 
manager, ‘Enough is enough. I can’t do this anymore. I’m 
not threatening to leave, but we need to talk about some 
form of flexibility.’  I’d already been telling him, because we 
have the interpersonal relationship, about the challenges 
I’m having with the shuttle service. His first comment to me 
was, ‘I would feel exactly the same way as you. In fact, I’m 
angry on your behalf.’  That’s the kind of response you 
want, right?  Considering it’s a man, it also completely 
floors you. But it took time for me to work our relationship 
up to that level where he now understands the 
interpersonal nature of my life with my family and my life 
here and how it’s connected. He just said to me, ‘Do 
whatever works for you. If you need some flexibility, you 
know, we have those link-phones. You can work from 
home in the afternoon, pick the boys up, drop them off at 
home or come back.’  So, now I have the best of both 
worlds. I drop my children at school. I come into the office. 
I have all my meetings, try to do them before 13:00 or 
14:00. I go to the school, pick up my kids, go home. I log 
on 45 minutes after I’ve left the office. Now, if my line 
manager hadn’t been progressive and liberal in mindset to 
think about flexibility dynamic working hours to allow for 
me to be more productive. That is what I was talking about 
at the beginning. I would’ve been one of those employees 
just spinning my wheels and performing within the confines 
of my specific role and saying, ‘Well, you know what?  This 
organisation doesn’t actually care about me, so why 
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should I give back anything?’. And so, for me, you know, 
those are the characteristics of a very effective leader. 
Someone who understands their people, who understands 
what their needs are, and who understands that the 
confines of her role are restrictive, and that people have 
lives outside of an organisation. When you start to think 
about people’s lives outside the organisation, you start to 
mould people in a different direction, and mould is maybe 
a bad word, but you start to almost channel them in a 
different direction, and you start to get a whole lot more out 
of those people than ordinarily you would receive…  And 
you are more prepared to give and make more sacrifices, 
and it’s weird that way, right?” 
 
One of the positive outcomes of good leadership is understanding individual needs. 
An example is applying flexible work practices, which according to P5, results in 
greater commitment and delivery: “Because, suddenly, now you’re prepared to work 
‘til 18:00 or 19:00 in the evening, whereas, before, when you were stuck in the office, 
16:00 everyone is saying ‘shayile time.’. You’re shuffling papers at 16:15 just waiting 
for 16:30 like a government worker. So, you know, it changes the dynamic in an office. 
It changes the mindset of people. It changes people’s attitude towards you as the 
leader, because they know, if I come to this person with this issue we’re going to find 
a way that’s going to work for all of us, not just for them. And I find a lot of leaders — 
a lot of us are leaders, we push our view down on our teams, and that causes a whole 
lot of unhappiness, because people think, ‘Oh, you’re such a selfish leader and you 
don’t even — you’re such a selfish individual. You don’t even care how your decision 
is going to impact me.’  And it’s a simple thing, of consulting with someone, and if you 
had … an interpersonal relationship with that individual, you would know and 
understand where that person wants to go and what some of their ideals and 
challenges are, and you’d be able to — you’d be able to just work with that.”  This 
explains the impact of moving from clock-watching and limited scope of delivery to 
expanding discretionary effort and energy to deliver, based on being seen as an 
individual.  
 
The views of good leadership indicate alignment and common perspectives across the 
peer set. The next section considers feedback from peers on how they perceive 
African female leaders from their experience of being their peers and being members 
of leadership teams, forums, and committees and being involved in decision-making. 
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5.10.2.2. Perceptions of leadership characteristics of African female leaders 
by peers 
 
The section explores the various perceptions held of African female leaders based on 
the leadership characteristics their peers have indicated they experience them 
displaying. The below table provides an overview of what has been experienced as 
the primary leadership approaches by leadership peers. 
 
Table 5.59 Leadership characteristics displayed by African female leaders as 
described by peer participants 
Category Descriptor 
Aggressive and 
tough  
P1: “…don’t know, is it because of males’ nature?  I’m not sure if 
I know females very well, because, when you see them, you 
seem nice, cute, little — but when you see them interacting and 
performing in their role, you see that aggression that you wouldn’t 
expect from a very fragile person, you know?” 
 
P3: “…they’re quite tough. Maybe not the human capital, people 
in the human capital side, but the people I’ve worked with in the 
technology side of things or the data side of things, even in 
credit... You know, it’s kind of like, ‘I’ve got to be tough. I’ve got 
to prove myself. I’ve got to keep on proving myself.”  And it’s a 
little bit, I suppose, like, I don’t know if it’s black females or if it’s 
just females often, at a senior level, they get quite male, like, 
sometimes, in there, because that’s the environment, so you’ve 
got to start acting tough. So, I find them to be quite tough 
sometimes.” 
 
P3: “So, I think that they’re as tough as the men…” 
 
P5: “You also find that they are quite aggressive against other 
females, being black females or other females of colour, or even 
White females in their team.” 
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Driven and hard 
drivers 
P2: “…very hard woman, there was nothing soft about her. So, 
she drove extremely hard, and that was her style. And she was 
technically extremely competent. So, she brought a massive 
focus on delivery, she brought a massive focus on output, but she 
was a very bad people manager.”  P2 added: “She was extremely 
hard, she probably still is…  She worked incredible hours, and, I 
suppose, driven more than most males I’ve ever met ... certainly, 
the two that we deal with are very hard workers.” 
 
P3: “I’d say they’re very driven.”  P3 further elaborated on this, 
saying: “And the little bit I’ve seen is that there’s some people that 
are very driven and sometimes can be quite, I think, they are seen 
as quite hard. It’s hard when it comes to task, I think, and hard 
when it comes to deliverables in our camp, because I want to be 
taken serious and don’t ever think that I’m something token or I’m 
whatever.” 
Technically 
competent 
P2: “…she was extremely technically competent…  They do bring 
very well thought out opinions to any discussion. They are very 
competent, purely because of their competence, for no other 
reason…  They are very competent.” 
 
Lack of technical competence can also be at play, as indicated 
by P4, who related experiences of two African female peers who 
were technically competent and one who was not: “So, I think, as 
a start, they need to be experts in their respective fields.”  The 
example given was as follows: “…she was fantastic at managing 
people, fantastic at doing all the right things around care, but the 
one thing she lacked was core competency and expertise in her 
field. And she was always discounted as a token and never 
respected … she wasn’t an expert in what she did across the 
business…  She showed up as a token and people in the team 
saw her as a token. So, it made her very ineffective as a leader 
of the team…. It undermined her at every level — senior level, 
peer level, subordinate level. And, like, all the stuff I have 
mentioned upfront, those were two African female leaders who, 
from a competency perspective, are highly effective. So, I will not 
challenge either of them when it comes to: are the competent and 
very good at what they do?  They are. So, the smaller things of 
getting right and getting past your personal insecurity, all of that 
stuff comes with time when you didn’t have the core competency. 
No matter how confident the individual was. No matter — and the 
female I was speaking about didn’t have a competence issue. 
She was comfortable. She was very comfortable with herself, but, 
because she didn’t have that level of expertise, everyone else 
around her discounted her. So, her ability to succeed in the 
organisation was very tricky.” 
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Bring diversity 
and an 
awareness of 
contextual 
issues  
P2: “They do bring a different dynamic, and the reality in South 
Africa is there’s always the slight dynamic of political correctness. 
So, conversations are sometimes a little bit more careful than 
perhaps what they should have been. I don’t think it detracts from 
the quality of the management discussion. It just means it’s not a 
conversation you have in the bar. So, I think that, and I do bring 
commonly a degree of relevance to the table as well, because, 
without that representation, you know, you really can’t be 
representing South Africa if you haven’t got that kind of 
representation around the table. So, without them being there, 
you do question the relevance of what you’re doing. Are you really 
leading the broad-based organisation without them being part of 
your discussion, when material, when you look at the numbers as 
you go down the leadership scale to more operational areas?” 
 
P3: “I suppose my most recent experience has been about 
definitely being a voice that was not there before and not always 
a voice of, ‘Let me just explain to you the things you are not 
seeing or your unconscious bias or whatever.’  It is often quite 
business-related. But definitely another voice in the room that’s 
got like a different way, sometimes, of putting something across. 
I don’t know if we get quite used to a particular style of, ‘This is 
how you raise issues, or this is how you…’  Because you get often 
quite comfortable as a team and then you bring someone in … 
and she’s got all the experience and she’s got a very direct way 
of talking and she’s often got a — there’s a huge amount of truth 
in what she puts on the table and it’s quite alarming for some 
people, because they’re like, ‘Oh. You know, I would’ve been 
beating around the bush for another ten, 15 minutes.’” 
Self-worth and 
value 
P5: “But, I mean, I know two specific females here, and one is 
actually an informal mentor for me, and they’re just amazing. 
They come in knowing their value. They come in understanding 
that they bring such quality to the organisation that their worth is 
invaluable, and they don’t need to actually say it. They come in 
with this level of humility that is unquestionable, but it’s a level of 
humility, but not subservient. So, they understand their work. 
They understand their roles, and they come in and they roll up 
their sleeves and they’re prepared to do what it takes to not just 
do what they were employed to do, but not prove anything to 
anyone in doing that. And those are the kind of black females that 
I’ve experienced in a positive way more that in a negative way, 
because those are the kind of black females that, for me, have 
done everything that I would want to do as a woman of colour for 
other females.” 
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Fairness and 
equality  
P5: “They also engender and know the spirit of transparency and 
fairness, because it’s not just a question of being a woman in 
leadership. It’s a question of just being fair, that there might be a 
guy who deserves to be in there. So, you’re now aware of the 
capability, right person, and where we think with this, not even 
feminism, but we think with this whole thing about creating 
equality.  Not just equality across race or class, but this gender 
equality and, you know, we’ve always been dependent from one 
end to the other and complete and utter extremes. So, now we’re 
in the phase of saying, ‘Oh, we want females in power’ and we 
forget all the guys that are coming out there that are just as good 
as the females. So, when are we ever going to have that 
pendulum swing back to come to a balance view that says, ‘You 
know what?  There are good males that are in the organisation 
that understand these principles of fairness of transparency, of 
working hard.’  And it’s okay to — but that takes a strong woman 
who knows who she is and what her worth is, and who has the 
self-esteem and the will of iron that says, ‘I know why I’m here. 
This is the output I want to achieve, and these are the people, 
these are the individuals, not females, these are the individuals 
that are going to get me there.’  So, for me that’s been my 
experience.” 
Insecurity and 
defensiveness  
P4: “And, I think, when someone feels insecure, their defensive 
characteristics come out and they start now trying to 
micromanage the senior people … so that was coming through 
initially. I think, as her confidence grew, that started becoming a 
lot easier, and that is slowly improving…  But, from time to time, 
I think, that insecurity does creep into the system.”  
Token leader 
complex 
P5: “So, some of them are — I think one thing a lot of them feel 
that they are not here based on merit. They firmly believe they 
are here as statistic, because they give you the highest EE points 
on your financial sector charter review, and so they come with 
always a bit of an arrogant attitude to say, ‘Well, you need me 
more than I need you, and if you don’t need me any longer, 
there’s 20 other financial institutions that will take me on.’  And, I 
think, those are the really bad words, where they come with that 
arrogant attitude and they kind of like injected this fear in their 
teams that, ‘Don’t mess with me because I can take you out’ type 
scenario.” 
Fail to promote 
other African 
female leaders 
P5 articulated this with the following examples: 
 “And they find no reason to empower their staff or expose 
their staff to anything. So, if there’s — let’s take something 
like a mentorship programme. They will find a reason that 
nobody in their team would fit the requirements, the 
characteristics of a person who should be put forward for 
mentorship.” 
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 “So, breeding another level of leadership that, when the 
older generation were up there move on, you’ve got 
people, a pool of people, that you can select from to 
promote upwards. They wouldn’t. My experience is that 
those who come in with that kind of attitude, that kind of 
environment, they would find some reason to say, ‘Oh, X 
is not the right person for this and this reason.’  They find 
excuses as to why they cannot promote from within.” 
 
Peers of African female leaders shared that there is a scarcity of African female 
leaders in their work experience. P2 indicated: “The number is growing. So, but it’s not 
— it certainly not represented as it should be, because Africans are, black Africans 
are 80% of the population of the country. So, it’s better than it was, but it’s still taking 
some time to get there.”  There seems to be a disconnect between race representation 
at lower levels in the organisation and the top; P2 stated: “You know we’re at 90 to 
100% African, and then you go up and we’re no longer. So, you’re questioning, there 
has to be a divide, and maybe it’s only the perception of a White male but … I think it 
would assist in unbridling that divider. Because that is a concern, there definitely is a 
divide. Well, I should say I have a perception that there’s a divide.”  P3 pointed to the 
representation being so limited that, with 20 years’ experience in the financial services 
industry, she had only three examples of African female peers to reference: “So, of 
course, I’m working off this huge sample of lack … the first thing that strikes me is I’m 
thinking let me think about the people and, actually, I can’t think of that many, but I’ve 
got the names of some people in my head.”  The added effect of having so few 
examples of females to reference was shared by P5 and expressed in the inability to 
draw trends based on large groups, as well as having directly opposing examples, as 
the sample is merely a few people.  
 
A comfort was the increase in representation; however, the pace at which this change 
is happening was questioned. P5 indicated: “So, we find that it’s growing, but the 
transformation is taking longer than anticipated, because the opportunity to go and be 
a EE and AA stat elsewhere and make more money is there. So, the moment you get 
a board and you get certain people on that board, if people are still chasing money, 
then you find that that person is, they get a senior position, and then they get told, 
‘This is your career path, that you make sure of your career path, so, you know, in five 
years we’re going to see you here.’  Okay, that’s great. You are the dealer transactor, 
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head of that desk now. So, it will take me five years to get to be a MANCO. Okay, let 
me go to ABSA Capital, because they’ll put me on MANCO next year. So, while 
transformation is happening, the progress of transformation is always slowed down 
because of this ability to move so easily…  And that is then the second problem, that 
we’ve identified this pool, but we’ve not looked beyond that. And there’s younger talent 
coming up, but we’re only looking at a small pool — and I think that’s the mistake that 
every generation makes. We look at a pool of people. Like, right now, look at our 
EXCOs. Our EXCOs are senior guys, been in the business for 30, 40, 50 years, and 
are now close to retirement. And then we appoint them on a basis that — maybe our 
EXCO’s not a good example, because they all seem quite young, but, generally, that’s 
the case, right?  They work their way up in the business, and so they get to a place 
where, now they’re sitting on the executive team of the bank and they make the 
decisions, and who were the people that we are grooming are one level below them, 
which are their executive team. And then there is this whole group of other people that 
are just being left by the wayside, and we don’t know what talent we’re losing out there. 
Now what happens is, we groom this one pool of people, some die, some retire, 
because somebody died, or they don’t want to live the same lifestyle, people 
immigrate, and then we’re left with a third of the group that we groomed. And we forgot 
to groom anyone else in terms of contingency planning. So, now we don’t have enough 
people. So, then it becomes this almost incestuous pool, because now X says, ‘Hey, 
you know what?  I can get that upper trajectory if I move to CIB and ABSA, and then 
ABSA is taking too long, so I’ll move to Standard Bank, and Standard Bank — I just 
didn’t like the culture, so I move to First Rand.’  But it’s been four moves in as many 
years. What value has anyone of those organisations gotten out of you, except on an 
annual year — expected date submitted of financial sector charter with your name and 
the corresponding things.”  This limited pool of employment equity resources being 
afforded leadership roles and experiences creates a small pool of shared resources 
that organisations then continue to fight for within the financial services industry, as 
opposed to creating a greater pool of leaders at a more exponential rate.  
 
What seems to be adding to the limitation of roles is also the fact that executive teams 
seem to be younger than before and wanting to work for longer, as P5 indicated: “It 
does, because now it’s like you’re waiting.  Previously we were always waiting for 
someone to die or to retire. Now what are you waiting for?  You know you’ve got a 
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longer wait, and that also escalates that incestuous circle of movement. Because now 
it’s like, ‘Urgh, well, X is what, 45?  I’m 45. When is X going to leave?’ and ‘I never get 
that opportunity.’  And, of course, it’s the salaries and comfort zone. So, the perks are 
also what keeps that EXCO there and, let’s be honest, right?  If I’m sitting on EXCO 
and the head of a division or a business unit and I’m earning X for my bonus and my 
annual remuneration and I get securities and shares, why would I want to leave?  
Because I’m eating, as I always say to people, I’m scooping this gravy up with a fork 
because it doesn’t matter to me what drops because there’s always so much more.”  
There are both opportunities as well as consequences in this scenario, to develop and 
build from within or overlook this talent and build frustration, tension, and resentment, 
which P5 described as follows: “So, I mean, you get all of these dynamics now which 
says how do then black females come up the ranks and how does that transformation 
permeate data. That’s the key. That shows information that we’re looking for over there 
needs to start permeating from down here, if you start promoting in the ranks as 
opposed to constantly looking outside. If you start developing in the ranks from the 
lowest level where you see potential, and you’re grooming those people, you 
continuously have a pool that you can pull from. As opposed to say, ‘Oh, God, now X 
has left, and we need to go and find someone. What do we do?’  Look outwardly first. 
And doesn’t that in itself cause animosity and tension internally?  Because now I’m 
looking and saying, ‘But, you know what?  I worked with X for so long, and I could do 
that job in my sleep.’  It might not be the truth, but the fact is that no one gave me that 
opportunity to apply for your job and so now I become bitter. Then the person that they 
appoint from external, I’m like, oh, I just tell everyone she’s so incompetent, she’s so 
useless, and they used to do it like this and now – see?  Now you’ve created another 
negative dynamic that somebody else needs to fix. And then, me as a black woman, 
I’m sitting there thinking, ‘Well this organisation doesn’t care.’” 
 
A further dynamic articulated by P1 was the disconnect between his relationship with 
a White female manager and African female peer he had. The engagement with the 
White female manager was more open and direct; he described the relationship as 
follows: “So, the interaction with my White leader, woman leader, was quite different 
from my black colleague, in that, I think, I don’t know if it’s issues of race or what, I got 
more hearing from my direct leader, the White leader, but I didn’t get more time that I 
needed with the other colleague … don’t know if she saw me as a threat to her or she 
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saw me as a person that would nit-pick what she knows and what she doesn’t know. 
But it was difficult to interact.”. The rationale for the disconnect was assumed by P1. 
 
The fear of failure was indicated as pervasive; P1 stated: “Women are like that. 
Females don’t want to fail. Males can fail, and they don’t care, but females are really 
scared to fail. That’s why, sometimes, when they are offered a position, they 
sometimes say no because they are so scared to fail. The word ‘scared’ is — I think 
it’s not the right word to use. They worry about the failure. They are not scared; they 
worry about the failure, what people would say. It would render them weak and so on. 
Females are strong, so they don’t want to be seen as weak.”  Comparing this worry 
about failure to males, P1 noted: “If you can compare females and their male 
counterparts, you’ll find that males naturally are the ones that are scared to take on 
the responsibility, but they don’t want to show it. They’ve never shown it in their life. 
So, they actually go there with that ego that, ‘I’ll take it’, even if they know that they’ve 
eaten too much that they could chew. But females, on the other hand, are very 
cautious in what they are doing. They are not scared, they are fearless, but they are 
very cautious. They don’t fear failure. They tend to worry about how people view this 
failure.”  This is an interesting view in considering this perception of fear of failure and 
the impact it has on pursuing opportunities.  
 
In all the examples P1 used of African female leaders the descriptors were of the them 
being aggressive, the context being that the expectation of females is for them to be 
meek and mild; however, instead, they are experienced as aggressive. Therefore, the 
expectation of sweetness results in the strength as aggression being amplified when 
it is displayed. P1 noted: “We’ve already made our own conclusion about females, you 
know, they do want to move up, and, nowadays, they are pushed up because of this 
thing, you must empower females and so on. But, shame, they are females, you know?  
Will they be able to tell traders where to get off, you know?  You see, you come with 
a wrong connotation, so, already, you’ve painted them blue, and then suddenly you 
want them to be red. And when they do become red, you get surprised, because you 
never thought about that. You always saw them as this blue sombre colour. Now they 
are bright, and, I think, when you interact with them, it’s surprising. You get more 
surprised because of what you’ve painted them to be. So, that’s the problem. And it’s 
not the aggression that’s like surpasses men’s aggression. It’s because you didn’t 
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think that they would be aggressive, and then they always get aggressive. Even if it’s 
a small thing, you think they are aggressive, because you never thought that they will 
say something.”  This notion was added to by P3 noting that the voice of black females 
may not necessarily be louder, but it may be perceived to be, since it has not been 
heard before. P3 stated: “‘Do I deserve a seat at this table?’” is something females 
grapple with, thus bringing into question their ability to motivate for their promotion and 
eligibility for leadership. P3 elaborated on this idea, saying: “Women don’t back 
themselves. Maybe black females have even got, you know, less privilege there. So, 
there’s less of a voice, and is it okay to talk up, etcetera, etcetera. I think confidence 
has kind of grown. So, relative to maybe a couple of like maybe ten years ago, voices 
are louder and more direct and kind of — but I don’t think it’s out of place. It’s no louder 
than, you know, a very opinionated White female, White male, etcetera, etcetera. It’s 
a voice that we haven’t heard, I think, before.”  These views affirm the assumptions 
made about African female leaders based on their lack of representation and/or 
expectation of who they should be, which then seems to falsely amplify their behaviour 
when it contradicts the inherent perceptions held about them.  
 
It was clear that the perception is that African female leaders fulfil roles more within 
the support functions, as articulated below: 
 P2: “…was certainly in the operational space…  I’ve actually only ever dealt 
with one African female who worked on the trading desks.” 
 P3: “So, I mean, I think very underrepresented. I think, and I’ve been in banking 
for a long time almost 22 years, I think about it. So, I’ve seen probably two 
places. The one is — it’s often in HR or marketing, is where you get your black 
female leaders, and then actually some in technology…  Not … I think, in the 
kind of the hard-core skills in banking, which is the world of credit, or the 
businesses that are the money generators.”  This was further supported in P3 
stating: “The front office kind of side. I think there is serious underrepresentation 
of black females. Absolutely.” 
 P5 stated: “In the financial services and in the investment banks, you are 
starting to see more and more black females going into front office roles. 
They’re getting this strength of character that says, ‘I’m as good as a man’, and 
they are stepping into roles as dealers, transactors, and they are just fast at 
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passing males. But those females tend to be more on the aggressive side than 
other females, and they’re like more guys’ guys.”  This extended to a female 
executive managing a front-office business unit who was described as follows: 
“X doesn’t come across as feminine. She wears suits all the time, and her 
blouses are like cammies. There are no frills, there’s no femininity to it.”  
 P5: “And so you find that these females are very, very, almost on the aggressive 
side, and they display characteristics of manliness as opposed to femininity. 
And I think we then give the generation behind us, who are looking at us as role 
models, almost the wrong impression of how you need to be to be in that 
position. Because we’re saying to them, ‘If you want to be in this position, it’s a 
man’s world, it’s a man’s job to be like a man. And the first thing that males 
looked at when they appointed you was that, maybe, as a man, this was not 
working, until we need something different. Let’s bring in a woman who brings 
in a different diverse thinking, a different perspective and a different approach.’  
And then we start thinking like them, so we almost go back to where we were. 
So, yes, they do tend to, in this environment, in financial services, they are 
tending to be, but across banks, when gender, we know females are in what 
finance. We generally hold our forte in the financial services, some of us in tax 
accounting and, for the most part, legal. So, when you look at it like legal 
compliance — oh, and then the pain of my existence here in Capital. You go 
into Human Capital. Human Capital is always run by a female. Always. It’s fully 
staffed like 95% by females. The males that are in there are generally in the 
learning space, because they are the IT guys, because, unlike us females, who 
learn how to coach. So, you know, I think, in Human Capital space, we should 
start making those EE roles and the flipside tangible. So, it does tend to be 
those kinds of roles.”  
 
Adding to the above, the dynamic regarding the functional area the African female is 
from and what influence that role has been was articulated by P3 as follows: “So, now 
we can talk about — I think the people that are in the Human Capital space, I think, 
often are very quiet, and, I think, are maybe, not use a name, but, I think, generally, 
especially in banking Human Capital, isn’t really taken that seriously. So, then, how 
loud is your voice, even though one can contribute?  Do you contribute, or do you just 
get sort of spoken over because of those hard skills I was talking about, which are, 
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you know, high-fived in a financial services industry?  So, if you’re the credit expert, 
everyone listens to you. If you’re the human capital expert, you’re not really the expert, 
because everyone thinks they’re an expert on people. So, I’ve seen differences as to, 
kind of, what roles they play.”  Thus, even within the support areas, further stereotypes 
exist regarding the role and nature of impact and credibility the individual will have.  
 
Whether an individual is appointed to a leadership role from outside the organisation 
or inside the organisation seems to also have an effect. P4 noted the dynamic that 
played out when an internal African female was promoted to a senior management 
role in a business unit executive team versus an external African female hired for the 
same leadership role. The initial experience was explained as follows: “So, with the 
person coming in from the other organisation, very good perspective, brought in 
perspective, no issue around confidence, brought her own ideas, and was able to 
socialise at amongst the board quite easily. Also, I think the nuance there is that the 
role of competency is slightly different to, let’s say, the business owners that sit on the 
board. So, being an expert in her field made her was an added benefit for her 
company. So, I don’t think there was any issue, and I don’t think having previously had 
an Indian female in her role or even if we had a White female in the role or White male, 
I didn’t see, to be honest, any nuances or issues coming up by having an African 
female in the role. I think, in that capacity, it worked perfectly. The other example, I 
think there’s two sides to it. There is, I think, firstly highly competent, great individual, 
good heart, trying to do her best. However, there was initially an insecurity issue in 
play. So, not just with me as a peer, but with the team as well. So, there’s an element 
of — this is me surmising, it was not anything that was spoken about, is initially felt 
that the team wasn’t buying in sufficiently into her. So, from that perspective, how does 
a transfer into her relationship then with the team, it becomes more of a 
manager/employee or staff relationship as opposed to a partnership model. Our team 
happens to have quite a heavy weight at senior level, less of an intermediate and a 
junior level. That’s the team construct. So, in managing the senior people, the model 
that works better is a partnership model, even though you’re their direct manager or 
boss, but you’re dealing with people with ten, some of them 20, years of experience. 
So, it’s a different approach to how you would treat a grad coming in versus someone 
with 20 years of experience.”  There is seemingly a dynamic at play as the internal 
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person needs to make the transition from middle management to senior management 
and how they then gain credibility as a leader in this transition.  
 
Some of the negative views shared about African female leaders in some instances 
could apply to females in general. P5 articulated the following: “Us females tend to 
have, and now I’m talking generally as females, we tend to have almost such a low 
self-esteem. We go for an interview and, you know, we get asked to rate ourselves, 
and we rate ourselves very lowly, and we say to them, ‘You know, I think I can do it, 
and I think, maybe, if just given an opportunity.’  A guy will sit there and say, knowing 
full well he’s not capable, but he’ll sit there and say, ‘No, sure, I can do this in my 
sleep.’  And what will he do?  He’ll go and appointed team of females under him, 
knowing full well these are the capable people and I can keep them under my thumb, 
because they all have no self-esteem. But we do that to ourselves. And then we take 
it one step further by we do it to other females in our teams, because we tend not to 
want to promote them, because, if I promote you, you’re going to show me up, that I 
don’t have the skill. No, you are only as strong as your weakest link. So, if I’ve got ten 
females that are all competent in different aspects of what I need to deliver, I need to 
promote those people and support them and sponsor them to go further, because, at 
the end of the day, everyone can look at me and say, ‘X was very clever to appoint 
those strong people.’  They look up to her for what she has gone. But it is our low self-
esteem and our questioning of ourselves continuously about our abilities to perform 
which puts us on a back foot continuously. And then we get that aggressive kind who 
are always fighting this battle, and you’re only fighting the battle by yourself, because 
nobody else sees you as incompetent.”  Having looked at the characteristics for 
African female leaders from the perspective of their peers, the following section looks 
at what peers described as what they have experienced as leading to the success of 
African female leaders, as well as suggestions they believe need to be considered that 
may lead to the success of African female leaders.  
 
5.10.2.3. Factors that could influence the success of African female leaders  
 
To understand what practices, processes, or actions may have contributed or are 
considered to have contributed to the success African female leaders, the views of 
peers were sought. They provided a view of contributors to success at an individual 
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and organisational level. There contributors provide a lens on strategies that have 
been positive and those that should perhaps be avoided. The following table provides 
the identified factors.   
 
Table 5.60 Factors that could influence the success of African female leaders   
Category Descriptor 
Driven by the 
individual 
P1: “I think, firstly, it should be individualistic first, before 
organisation. So, individuals should show the interest in whatever 
they do.”  P1 elaborated on this, stating: “So, I think, first, she must 
— females must look internally.” 
  
P3 echoed the role the individual plays in the success of African 
female leaders she referenced as peers, as well as her story as a 
woman, saying: “I’d say probably mostly about what they’ve done 
themselves … suppose they take longer to study and then more 
experience as a result of that. So, maybe they say, ‘I had to study 
harder and work longer to get to the same place, but I’ve done it 
for myself…’  So, I think they’re very self-driven, self-motivated 
and, ja, they’re quite specialised. They’ve got into an area, and 
they’ve made it their own, even if they’ve done it in a few 
companies.”  
Trust their 
intuition  
P1: “Women are more intuitive than males. They know when to 
step in, when to pounce.” 
Create a seat at 
the leadership 
table for 
females 
P1: “Women get inspired, they are easily inspired, so, if you, for 
instance, we’ve got a rotation seat at EXCO, we should have a 
rotating seat for females only. Ours should be different, shouldn’t 
be for historical disadvantage, should be for females only.” 
Proactively 
promote 
females into 
roles  
P1: “Or the other thing that we can do is, we can force them into 
roles because we can see their potential and force them into roles. 
Once they are in those roles, then give mentor.”  He further 
elaborated on this, saying: “There’s no other way, let me tell you. 
Females will never step up, they will never come and say, ‘What 
are you thinking?  I’ve been here for some time now. I think I need 
to move.’  They will never do that. They will always ask you, ‘So 
where do you see me in five years?’  And it’s a problem. I see you 
now, but I don’t know how to tell you, you know?  And males will 
never tell you, ‘In fact, you should step up now.’” 
Create co-
leadership 
opportunities  
P1: “Then, say that you are co-heads. You know why I like these 
co-heads, because it gives a very brilliant person an opportunity 
to use her skills as a transactor, at the same time learning 
management. And you can see the dynamics there…  I think it’s 
a nice mixture. We need to do co-head, things like that. And 
females work very well when you make them co-heads, unlike 
men.” 
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Break the divide 
and barrier that 
exists  
P2: “I had a very privileged upbringing; I went to a good school. 
You know, there was money, there was — so that shaped my 
experiences and my outlook on life. And as hard as I might try, I’m 
not convinced I can necessarily relate to somebody who had a far 
harder upbringing than me and had a far different experience in 
South Africa. I mean, I can’t remember the lady’s name, there was 
a lady on the news, she was quite famous many years ago, and 
we heard people talk about the Cape and the beautiful Cape, and 
she always made the comment she grew up in the Cape flats. 
There was nothing beautiful about it for her, she missed that entire 
part. So, it’s that perspective that will always be missing, and the 
people who look from Table Mountain forward versus the people 
who were stuck in the Cape flats, and I think that might be the 
broader South Africa. I’m not necessarily convinced that I would 
personally ever be able to bridge it, as hard as I try, so we do have 
ongoing communication. You try very hard at communication. You 
have talent, you have quarterly sessions, you have one-on-ones. 
You interact with the guys, you do a lot of walking around, a lot of 
meeting with them. You try to get them to interact with you. You 
hope it’s successful. I cannot guarantee that it is or isn’t 
successful, the divide is almost a generational thing, and I will take 
maybe a generation or two to actually for us to become a lot more 
– to talk to each other without having some sort of a mutual or 
natural barrier in-between. It’s not a great thing, but I’m not — I 
have concerns that that’s a reality.” 
Organisational 
culture of 
diversity and 
inclusion  
P4: “I think the organisational culture needs to be — and, in fact, 
this is not black female thing, it actually applies to introvert, it 
applies to transformation, it applies to females is the organisation 
— needs to be more conducive to hearing more diverse views 
around the table. And that’s a conscious thing to do, in that, in a 
very White male-dominated organisation, it’s very easy to discount 
views very quickly or not even let views be communicated. So, I 
think you have to consciously allow people to speak, air their 
views, and feel comfortable to air their honest views.” 
Competence  P4: “So, I think, core competency is like the first block.” 
Sponsorship 
and mentorship 
P4: “…senior backing of the individual, and that can come in 
various levels of creating visibility for the person. There’s an 
element of sponsorship that is, without a doubt, required in a place 
like ours. And sponsorship can come from pretty much anyone. 
Like, to be honest, of the two females that I think successful that 
I’ve worked with, the one was sponsored by or mentored by a 
White male. She seems to feel it was highly effective. But then you 
get sponsors along the way, and then I think, now, her sponsor 
will be a female leader. But that is how she will grow and become 
better at what she does.” 
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Diversity in 
sourcing and 
structures 
P5: “So, I think, for me, the biggest one is that internal grooming. 
I think it’s identifying that almost top talent and you’re looking for 
it in the most diverse places…  These structures also need to be 
at every level…  And that’s why I say it needs to permeate every 
level of the organisation, where the grooming is not just to say 
Manco…  So, when we’re recruiting, we should also be recruiting 
people like us to say, you know, ‘What is your view on developing 
talent?’ and 
understand from that person. Is your view that you’re only going 
to look at those that are in your network and those that are looking 
and talking like you?” 
Transformed 
leaders 
positively 
influence further 
transformation  
P4: “…having transformed leaders, be it male or female, there is 
an added responsibility on them to ensure that transformation is 
taking place in times of succession in terms of recruitment. So, to 
give you a comparison, I think it’s easier for a White male to make 
an excuse for why they’re employing another White male or a 
White female. It’s the lack of skills that exist elsewhere. It’s — 
there’s a variety of reasons one will actually construct.” 
 
P4: “I’m not pushing back because I want to impress you with my 
transformation agenda or the fact that I want my stats to look 
better. It’s the responsibility, like, to people in the team or on the 
floor that comes from a transformational background, is that, if I 
can’t defend those ideals, how can I expect my White colleagues 
to do any better?  And, I think, that’s the one positive that comes 
in. So, having an African female leader, she will naturally look to 
have more African females come through the system. It’s the 
same way I will look to have more transformed people come 
through the system. She will definitely look out, and that’s the one 
benefit of creating the right approach in terms of having more 
transformation at leadership levels, is that one you’ve got the role 
model of it, but two is, you’ve got almost, I don’t know what you 
call it, it’s almost like a little bit of a drag … the pull-up effect, it’s 
the sponsor side of it. You will start seeing change happen at a 
more rapid pace than you would have ordinarily. Ja, so, that’s — 
so those are some of my observations on the team.” 
Loyalty P5: “But I think the one thing for me that a black woman brings to 
the table is this almost, someone said, unquestioning loyalty. They 
seem to have it almost ingrained, depending on which level they’re 
at, where they will do something without questioning why they 
need to do it. It can be frustrating and positive. Frustrating where, 
sometimes, you want them to question and interrogate why you’re 
asking them to do something. But, sometimes, it is also great, 
because you just need the pressure released by delegating 
something to someone and they do it, and then, afterwards, they 
say to you, ‘Okay, so I’ve done this now. Explain to me why you 
needed me to do that.’  So, ja, that’s just how I see it.” 
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The negative aspect indicated was females’ potential reliance on others to drive them, 
as opposed to leveraging their own strengths. P1 said: “I don’t think females, unlike 
males, I don’t think females work very well with mentors... It’s just that they take time. 
If you put a mentor that would drive her, it’s seems as if you’re making it worse, 
because then they rely mostly on that mentor. So, they wait for the mentor to say, 
‘Go!’, and it doesn’t work very well. With males they go and ask, ‘So what do you think 
my move next is?’  You know, they’ve got that curiosity of, ‘What?  Now that I have 
you as a senior, which doors can you open for me?’, whereas females say, ‘What 
should I do?’, which is a problem. It’s a problem. You don’t know. You don’t challenge 
your mentor to actually help you to go into a certain direction. You actually rely on that 
mentor to direct you, instead of you having that discussion.”  This view of mentorship, 
noted by P1, was that mentorship can be used as an enabler; however, if it is overused 
or not directed appropriately, it can disempower the drive of the individual, who then 
relies on the mentor rather than using their own intuition.  
 
The question of race- and gender discrimination emerged in the consideration of 
African females’ experiences. P4 shared the view that the representation of females 
in general was more prevalent than people of colour in the organisation, stating, “I 
think it’s a EE thing. It’s not a female thing … know the struggle on the transformation 
side is a much harder struggle…  I’ve always worked with incredible, powerful 
females…  My — probably, of my 15 years, I’ve worked for a female 80% of the time, 
in various roles. So, I never felt that the organisation restricted females progressing. 
It, you know, we could challenge the organisation in its mindset on how they were able 
to accommodate mothers and flexi-time. Those things are all real issues that I could 
be dealing with, but did the organisation like, restrict someone because they were 
female?  I don’t believe that was an issue, and I think people wanted easy to become 
part of the inner circles … join the cool kids’ club if they were female. The same you 
can’t say with transformation. I’ve never worked for a transformed leader…  So, I think, 
if I look at a struggle from an African leader, African female leader, in the organisation, 
it’s more the ability for her to have a voice that’s listened to at the right levels. I think 
that’s improved a lot in the last three years, but I think that’s a real struggle.”  This 
highlights the double jeopardy African female leaders face based on the intersection 
of their race and gender, with the females in leadership being largely white. Having 
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completed the feedback from peers, the discussion turns to the views of managers of 
African female leaders.  
 
5.10.3. Perceptions held by managers of African female leaders 
 
To get the perceptions of the individuals who directly manage African female leaders, 
five managers of African female leaders were interviewed. Below is an overview of the 
demographic composition of the managers of African female leaders interviewed. 
 
Table 5.61 Race and gender of manager participants 
GENDER RACE 
 African Coloured Indian White 
Female 1  1 1 
Male 1 1   
 
The above table indicates that three females and two males participated in this 
component of the research. There was race representation across African, Coloured, 
Indian, and white. The respondents’ perspectives are discussed in further detail, with 
the starting point being to understand managers’ perceptions of the ideal 
characteristics of good leader in general.  
 
5.10.3.1. Characteristics of good leaders 
 
Each person has a view on characteristics they deem ideal for great leadership. These 
are the leadership characteristics that individuals seek and aspire to. The descriptions 
below give an overview of the perceived qualities of good leadership by managers of 
African female leaders.  
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Table 5.62 Descriptors of good leadership characteristics according to 
manager participants 
Category Descriptor 
Listening  M2: “Be able to, like, be open to listening and truly listening and 
hearing the person.” 
Vision and 
direction  
M3: “I think a good leader is someone who knows where they are 
taking their team.”  
Coaching based 
on individual 
needs  
M3: “…someone who can coach the team, coach, and be able to 
understand that we’ve got different team members and they are 
at different levels and be able to accommodate.” 
Ability to let go M3: “…as a leader, you should know when to cut your losses, 
because, sometimes, we just keep flogging a dead horse 
because you don’t want to be seen as a failure.” 
Delegation  M4 indicated that a willingness to delegate is important.  
Self-awareness  M5: “…a person that understands themselves. They understand 
their own areas of opportunity and their strength.”  
Utilises team 
strengths  
M5: “…a person that plays to the strengths of their teams, so, 
having an equal understanding of the people that works with 
them or for them. And just elevating within the strength within 
everybody and playing to it, I think that is definitely something.” 
Compassionate  M5: “…the person that has compassion, because nobody comes 
to work wanting to fail. A person that has compassion for another 
person’s reality, that we have many balls that we juggle, and a 
leader that has so-called compassion for that. So, I think, would 
be the three things that I rate highly in a leader.” 
 
According to the managers of African female leaders, good managers are perceived 
as having a vision and direction, listening to the needs of the team, coaching per 
individual needs, and having a high overall level of self-awareness. They can delegate 
effectively and, where necessary, let go of things that do not work, without perceiving 
themselves as having failed. They utilise the team’s strength to the best of their ability 
and show compassion for individuals.  
 
The benefit the managers of these African female leaders have is the ability to give 
insight into how they treat and are experienced by their subordinate. Below is an 
overview of how managers perceive African female leaders from their experience of 
having managed by them.  
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5.10.3.2. Perceptions of leadership characteristics of African female leaders 
by their managers  
 
M1 indicated that, through his career, most people promoted have been African female 
leaders, stating: “Interesting enough, out of the people that I have promoted or 
probably given, you know, bigger roles and opportunities, it has been, like, 65% African 
females, you know, partially because, I mean, of plenty reasons, you know, but, again, 
you know, my experience has been pretty pleasant, you know.” 
 
M2, M4, and M5 indicated little differentiation between African female leaders and 
female leaders in general. M5 articulated this as follows: “I think, with my experience 
in terms of experiencing African leaders, specifically female leaders, I don’t necessarily 
see it any different to any other female leader. The reason for that was, specifically, 
they’ve got the same pressures that they need to juggle, home‒life balance or home‒
life integration, and also, have the pressures associated with work. But, in terms of the 
differentiating, an African female leader vs a non-African female leader, I did not 
necessarily observe any specific and significant differences.” 
 
In the managers’ view, female leaders bring a different dynamic to the workplace. The 
overall feedback indicated a positive perception of African female leaders, the value 
they bring, and role they play. The following section reports on how the leadership 
characteristics of African female leaders were described and experienced by those 
people who managed them. 
 
Table 5.63 Characteristics of African female leaders as described by their 
managers   
Category Descriptor 
Committed to 
self-
development  
M1: “…they’re committed towards self-development, and, as a 
result, you know, one may view that as something that, you know, 
that’s a negative in the short term, because they could spend a 
lot more time, you know, with their studies and extra lessons that 
they’ll do. But, in the bigger scheme of things, you know, you 
cannot doubt their commitment.” 
 
M4: “…think they’re willing and they’re pretty smart … eager to 
learn, from my perspective.” 
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Appreciation M1: “…there is an appreciation, you know, for the opportunities 
that you give them and the responsibility, you know. They take it 
with gratitude and they run with it.” 
Ability to 
engage at all 
levels  
M1: “The fact that we know is that they tend to be more, you know, 
emotionally engaged in the work that they do... I mean, I think, 
you know, compared to the male counterparts, I find that they 
don’t find it difficult sometimes to engage, you know, at different 
levels, you know, where there, you know, it is a like a low level, 
you know, they tend to be more flexible.” 
Open to 
diversity  
M1: “To a large extent, you know, I have found them to be, you 
know, more receptive to accepting diversity.” 
Adaptable to 
change 
M1: “I find that, whenever we are dealing with change, you know, 
they tend to be more flexible, you know, and, as I said earlier, and 
that for me, you know, I’d say, count in their favour.” 
Submissive  M2: “…tend to be a lot more submissive…” 
Awareness M2: “They’re a lot more aware and they can sense things a lot.” 
Self-critical  M2 indicated self-criticism, such that a level of awareness of the 
is required of the manager: “…done their own kind of, like, self-
criticism before you even get to that point…” 
Courageous 
and strong 
M2: “They have a lot more courage.” 
 
M3: “I perceive them as stronger than their counterparts. They 
can take more… they can lead better … I guess, because, in our 
culture, they are perceived to be the weaker sex, so, when you 
get to work, you try to overcome that…” 
Driven  M3: “…being go-getters.” 
 
M5: “There’s a harder drive for results that I’ve seen in two of the 
leaders that I’ve worked with, and I work with African leaders. 
There’s a drive of being harder, a drive that is definitely driven by 
a sense of accomplishment and drawing from their experience 
and their — almost like their capability, and it feels like it’s harder 
with them than with someone or a different gender or ethnic 
group.” 
 
M5: “The typical African leaders that I worked with had great 
drive, wanting to be successful and wanting to prove their own 
worth, and I don’t know if it’s because of all these extremely 
variables that actually impact on them.” 
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New managers 
display a lack of 
self-confidence  
M3: “I’ve noticed that, with people who are in new managerial 
roles, that they find it difficult to challenge their counterparts and 
their communities, and find it difficult to deal with subordinates…  
I don’t know whether there I a confidence issue, but I find that 
there is a lot of hand-holding that you need to do until they can, 
maybe, I could call it, for the lack of a better word, find their feet.” 
Ability to multi-
task 
M5: “I think the fact that they juggle so many balls, not only based 
on their immediate or nuclear family, but also families beyond 
nuclear, which give them such a focus and such a sense to 
achievement, and it is why I particularly like working with them.” 
 
The above indicates that African female leaders are perceived as valuing 
development, driven to deliver, and possessing the ability to multi-task. They display 
a certain level of flexibility and adaptability to change and diversity. They can engage 
with people at different levels within the organisation and show appreciation. They can 
be self-critical, and when new to leadership roles, they lack a certain level of self-
confidence.  
 
From feedback on how they perceive African female leaders, the following section 
extends to understanding the how African female leaders are perceived to treat their 
subordinates based on the race and gender of the subordinate.  
 
5.10.3.3. Influence of race and gender of subordinate on leadership style  
 
The race and gender of the subordinate of the African female leader may or may not 
influence how they are treated. Of the responding managers, four of the five did not 
feel there was different treatment based on race and gender. In terms of focusing on 
team members regarding development and advancement, according to M1, they are 
not seen as focusing solely on African females. However, M1 stated: “So, I think there 
is an element of, you know, focusing on, you know, on themselves first; however, you 
know, I would say that they are very balanced, so I have not picked up, you know, a 
situation where, you know, they focus like on the African females, you know, directly 
to actually develop them, you know. However, I find that, you know, when you talk 
development to them, it’s something that, you know, they are highly committed to, you 
know, of their subordinates. So, you do find, you know, in exceptional cases, you know, 
some of them who will be focused on, you know, let’s say, African females, you know, 
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development. But, I’d say it’s more of an exception than the rule, and for me, I’d say, 
you know, you find mainly those — I would like to call them ‘feminine’.” 
 
M2 did not perceive African female leaders as treating individuals of different races 
and genders differently; rather, she indicated that females in general tend to be firmer 
and treat other females differently, which would indicate gender bias as opposed to 
racial bias. Similarly, M3 did not believe bias existed based on race and gender, but 
rather that African female leaders have difficulty managing people, based on age, both 
older and younger. In terms of older staff, she indicated: “I find they struggle to manage 
older people that they have. It’s not race, it’s not gender, but they generally struggle 
to manage someone who’s older…  I don’t even want to link it to the upbringing or to 
respect. I just — I’ve never thought about it, but I just find it that to manage someone 
who is older than them, I think it comes naturally that they believe that they should be 
respecting this person, and they are not as assertive as they would be with a 
counterpart. I don’t see any issue with managing people of different races.”  In terms 
of managing younger subordinates, she indicated, “They struggle to manage 
youngsters. I can give you an example where the manager is not old herself, but she’s 
managing someone who’s even younger…  I just feel a bit of struggling there, and I 
don’t see them taking the role of wanting to coach the younger ones…  I feel that they 
don’t see themselves as at that level where they can coach others. They feel that, ‘I’m 
still trying to find my own feet. I wasn’t like you. You are irresponsible. Why can’t you 
be like me?’  Life doesn’t work like that.”  The people they feel comfortable managing 
are indicated by M3 as: “People in the same age group and people who have got a bit 
of experience, who know how to carry out an instruction.”  M4 indicated that, with one 
of her African female leaders that she manages, she found that age was a factor: 
“She’s also mentioned that, if she finds people within the team that’s a little bit older, 
she finds it difficult to reprimand them. So, I think their culture really comes out in how 
they play their leadership skills.” 
 
M4 perceived no difference in management style based on race or gender, nor did she 
experience her African female leaders whom she manages as treating people 
differently based on race or gender. M4 said: “To be honest, I don’t really see much 
difference, because I’ve had White and Coloured, and I’ve also got a male. First time 
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for a male reporting, never had a male, but I think, if I put them all together, I don’t see 
much difference in all of them.” 
 
M5 experienced a variation, that African female leaders have higher standards and 
expectations of African female subordinates: “There’s caution around how I will 
perceive as your manager and, also, the expectation is that I want you to achieve 
more. I want you to do better. I want you to be great. And when I mean cautious, it’s 
not necessarily cautious in terms of the way that they manage them, but, almost, 
there’s a caution to, ‘I shouldn’t push you harder, I shouldn’t treat you differently,’ but 
the expectation, almost of that, ‘I want you to be better and I want you to be great in 
what you do.’”  In terms of how this played out with the team, M5 indicated seeing 
differences in treatment in one-on-one engagements, and not team settings: “There’s 
never really been a difference in dealing with them or from an instruction perspective. 
No, there wasn’t. But when it’s one on one, I may have observed that there’s just a 
little bit more, almost more attention. There’s also the — to some extent, a bit of more 
coaching that has been involved in it, but from a team perspective or in a group setting, 
there’s no differentiation, no.” 
 
In the role of manager, the subordinates of the African female leaders are often 
afforded the opportunity to give feedback on their leaders to their managers. The 
section below provides the views of the managers on the most common aspects of 
feedback they get from subordinates of African female leaders.  
 
5.10.3.4. A perspective of the feedback African female leaders received from 
subordinates as articulated by line managers of African female leaders  
 
In the descriptors and feedback provided by line managers of African female leaders, 
there were some perspectives shared on the kind of feedback the African female 
leaders generally get from their subordinates. The table below provides an overview 
of the items African female leaders commonly get feedback on from their subordinates, 
as articulated by line managers of African female leaders.  
 
 
 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
310 
 
Table 5.64 Subordinates feedback to managers on African female leaders    
Category Descriptor 
Caring and 
supportive 
M1: “Well, I think, you know, in the main, they tend to be more 
caring, you know, and also more generally supportive, not 
business supportive, but generally, generally supportive, even 
when it comes to personal matters and personal issues. So, 
emotionally, they connect, you know, a lot better.” 
Lack of 
management 
escalation  
M3: “…the team is not close to management. The team will feel 
that you are not sending our message back to management of 
the frustrations that they have. But, when you listen to the 
frustrations, you feel that they are not even worth being raised to 
management level. So, I think we need to bridge that gap, where 
the team will feel that, as my manager, you understand my 
frustrations, and I believe on a trusting now that, when its 
management meetings, you don’t just keep quiet and not relay 
our challenges as a team.” 
Cautious  M5: “…were a couple of incidents as where there have been 
differences, especially when it comes to African females as well, 
managing African females that was their subordinate. I may have 
observed a little bit — it’s almost like a level of caution. I think that 
black female leaders are much more cautious when it comes to 
African female leaders as well. And cautious in a way of how they 
almost in giving instructions.” 
Push other 
African females 
harder 
M5: “Especially when it comes to same sex, what I did find was 
that the same-sex subordinate feels that they are being pushed 
harder.  The same-sex subordinates feel sometimes that the 
person has a less of a — what do you call it? — an understanding 
for their relationships outside of work. So, it almost feels like the 
leader pushes them too hard, whereas, when I experience the 
interaction, it feels like more like a coaching and a driving in terms 
of becoming better, but that is how they would typically be 
perceived.” 
 
The African female subordinates of African female leaders seemingly have higher 
expectations of them, as indicated by M3: “The people who are junior, when they see 
an African female, they expect, ‘When I come to complain, even if it’s such a small 
complaint, you should take it seriously. You must raise it with management.’  And there 
isn’t that level of maturity, where you trust, ‘That African female is listening to what I’ve 
just said, and she has deciphered and decided this is not worth being taken to 
management.’  So, it’s not a question of not supporting the other. It’s a question of the 
lower level. Remember, they’re expecting much more from an African female, just 
because we are all African females.” 
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The next section looks at what has led to the success of the African female leaders, 
from the perspectives of their managers.  
 
5.10.3.5. Contributors to success  
 
Several factors may have influenced the success of African female leaders. Their 
managers identified the following as what they believe have been contributors to their 
African female leader subordinates’ success. 
 
 M1: “…some of them, I have found that they have been deprived of 
opportunities and being overlooked, and when they grab the opportunity, they 
want to demonstrate that they actually can deliver, and they can deliver, 
probably even better than their male counterparts.” 
 M1: “…they have invested a lot, you know, in their technical expertise, and that 
puts them in good space, you know, to deliver.” 
 M1: “…the space that they operate in. They tend to actually bring themselves 
holistically to the space that they operate in, and that’s, I would say, is probably 
the reason why I’ve seen, like, them being really, really successful. They put a 
lot of pressure on themselves to deliver, and there they take their roles, you 
know, I guess, very seriously.” 
 
Considering specific interventions or tools for development, the following were 
proposed as necessary for the development of more African female leaders. 
 
 Regarding assertiveness, M1 indicated: “I think it comes from a position of, you 
know, being overlooked and not given opportunities, and somehow that can kill 
somebody’s self-esteem, you know. So, if who has to focus on developing you, 
know the assertiveness, you know, I think, we will get a lot more out of them.”. 
M4 shared a similar view, believing that the development of confidence is 
needed: “…think they just need that confidence. That’s my perspective.” 
 On achieving balance, M2 indicated: “They hold themselves at such level of 
perfection, as if we hired these overachievers and these perfectionists. So, 
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females struggle with that, struggle with the various demands, their family, so 
those are the good things to keep balance things out.”  
 On coaching, M3 indicated: “I think it’s to coach, and it’s to keep reassuring 
them that they are good at what they are doing.” 
 
This concludes the view of managers of African female leaders. The following section 
provides the perspectives of the African female leaders themselves on good 
leadership and how they are perceived. 
 
5.10.4. Perceptions held by African female leaders of themselves  
 
Having discussed the views of subordinates, peers, and managers of African female 
leaders, this section explores how African female leader perceive themselves. The 
results are from the analysis of the interviews with ten African female leaders. The first 
section below reviews their perceptions of good leadership.   
 
5.10.4.1. African female leader’s perceptions of good leadership  
 
In analysing their definitions of good leadership, the following emerged as important 
characteristics. 
 
5.10.4.1.1. Innovation 
 
Innovation was identified as the ability to transform individuals and the business for 
the achievement of the business goals. AFL1 described it as follows: “A good leader 
is somebody who transforms, transforms business perspective and transforms the 
people and make them to be successful. Transformation, for me, is to take the 
business to another level, achieve things that the business could not achieve more…  
Innovation and creating value.” 
 
5.10.4.1.2. Vision and direction 
 
Several participants indicated the ability to create a vision for the future and steer the 
business in that direction as important:  
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 AFL2: “My view, good leader is somebody who’s a visionary, and they’ve got 
people that they lead, and, for me, it’s more about being a good influence on 
the people you lead, rather than being a manager of people.” 
 AFL3: “…someone who can map out for the team what direction they’re taking 
and the strategic focus, and be able to lead the team in that direction, as well 
as developing their team members, to make sure that they can work towards 
that strategic focus that has been identified, and I think a leader makes sure 
that they can manage self as well as managing and leading others.” 
 AFL5: “Well, a good leader is someone who is, who has a vision for that 
business, must be able to have a vision and be able to share and lead the 
business, you know, or be able to embark that vision into the business first and 
foremost. And, secondly, must have a strategy, and people must understand 
that strategy. At the same time, you’re going to have a strategy as a leader and 
leave your people behind. So, I think, as a leader, you need to make sure that 
you bring along whoever you’re leading in terms of your goal or your strategy, 
in terms of what you’re trying to achieve from a business perspective, 
definitely.” 
 AFL7: “…somebody that is very much with a team. Leading with a team. I 
wouldn’t believe a leader would be, you know, doing things on their own, but is 
more the leader that is very uniting, very much team-driven, and, yes, be able 
to actually point them into the right direction, as I believe it’s a leader that is 
going to allow people to explore at the same time, and allow them to fail at 
times, but, at the same time, be able to direct them where they going…  It’s a 
leader that would give a vision of where the space is going and allowing the 
people to explore, to actually plan with the person.” 
 AFL9: “A good leader is also somebody that’s able to let people see the big 
picture and the end goal. So, the word that’s always been used is ‘visionary’…  
I think a good leader is always able to paint that for people, be clear of what is 
the end goal, where are we going, beyond being able to lift people from their 
day-to-day, you know, they always talk about ‘the wood from the trees’ kind of 
thing. Lift yourself. Lift yourself and your people beyond what is in front of them 
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and tell — and give them a sense of how it actually translates into the bigger 
picture, where we’re going — visionary. Good leaders are inspiring.” 
 
5.10.4.1.3. Empowerment 
 
The ability to enable team reign and accountability, to manage, deliver, make 
mistakes, and move forward, referred to as ‘empowerment’, was noted as an important 
characteristic. This was articulated as follows: 
 
 AFL4: “A good leader is a leader that has the ability to have people that 
empower people okay, so — and the one that leads from behind, that’s my 
perception. In fact, that’s my style of leadership, is that you don’t lead from the 
front, you lead from behind, because you need to empower your people, and if 
you’ve got people that are empowered, I think, in terms of your leadership 
qualities, you would’ve done a really great job, yeah.” 
 AFL9: “...people that have found a good balance between management and 
empowerment, and, for me, it’s being able to transition yourself from being a 
manager of tasks and outcomes yourself and transitioning to empowering the 
people to allow you to do that.” 
 AFL10: “…someone that, sometimes, you have to lead from the front and they 
need to follow, but, sometimes, also a good leader — you have to let your 
people lead, go in front, and you have to follow, because it also gives them that 
confidence that, you know, you’ve got confidence in them, and they can actually 
do the type of work. And I find that, when you lead people like that, they actually 
deliver, because they’ve got that thing that, you know, ‘She trusts us so much 
that she’s letting us fly and do all of those things. Okay, so we can't 
disappoint…’  You let people run with it, but you also manage that delegation. 
You manage that delegation without them feeling that, ‘Okay, fine, now you 
want to do everything.’” 
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5.10.4.1.4. Decision-making 
 
In the role of leadership, a core component is making decisions. In this regard, AFL6 
indicated: “They need to be able to be bold enough to take decisions that are not 
popular, and be able to stand on their own and to stand for what they believe in, 
because, what I’ve been experiencing since I took over this role is that I’ve found that, 
in the current leadership, basically, my, you know, the people that I’m engaging with, 
that is lacking. People are filled with fear. They don’t want to take decisions; they want 
to be popular. They are thinking about their careers. So, for me, it’s — what is most 
important is accountability, integrity, honesty and, you know, always to stand for what 
you believe in.” 
 
Also, important in the decision-making process, which emerged as important, is the 
way in which a manager makes decisions. AFL10 indicated a good leader is 
“…someone that is democratic when they need to, but sometimes you have to be 
autocratic, you know. So, a good leader can say, ‘Let’s discuss this. Let’s have a vote, 
and let’s decide this is what we’re going to do.’  But, sometimes you also have to put 
your foot down and say, ‘Okay, fine, I’m making the decision,’ and you have to suffer 
the consequence.” 
 
5.10.4.1.5. Managing diverse people 
 
In the corporate world, the representation of people from different cultures, races, 
genders, countries, etc. is increasing, and increasing, accommodating, and driving 
diversity is an imperative. Within this context, the ability to manage diverse people in 
different ways, according to their preference, capabilities, and strengths, emerged as 
important in the views shared. This was articulated as follows. 
 
 AFL8: “…someone who is able to energise and bring the team of people that 
he’s leading to the level where he is and be able to lead them to where the 
organisation is going. So, you should be able to pull up even the most negative 
person out of their way of thinking and to win them over through various 
techniques. So, a good leader is someone who is able to see that, ‘I’m dealing 
with five people, so for me to get them to where I want to, I can’t use the same 
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strategies for them.’  That’s a good leader for me, because one brush, one paint 
doesn’t work in leadership. You need to understand the people, understand the 
situation.” 
 AFL10: “Someone that can be adaptable, because you have to look at the kind 
of people that you’re actually leading and that you’re managing. Some people 
will require that you actually let them do their own thing. So, they don’t want to 
be micromanaged. They want that independence … you’ll manage people 
which you can see, okay, fine, these, they want their hands to be held. So, as 
a manager, you know, you as a leader, you have to be adaptable. You have to 
be able to manage people differently…” 
 AFL10: “…someone that also, you know, you have to surround yourself with 
people that actually have more information, you know, people that are maybe 
cleverer than you, because then they can challenge you, and that should not 
intimidate you, because you should be able to learn. It doesn’t mean that the 
fact that you are a leader, that you know everything.” 
 
Taking the component of managing diverse individuals appropriately, the team view 
of this would be maximising the team’s potential, the ability to take individual groups’ 
values, contribution, and skills and creating group energy and value. AFL9 described 
this greater team view of leadership as having the ability to “…almost galvanise and 
pick up elements or put together elements of their teams and their individual people 
and get the best out of them in order to deliver a desired outcome … working through 
your people and knowing how to pull on different people and their skills to get to the 
desired outcome … also being able to develop those people towards their potential…” 
 
This leadership capability allows the leader to play a role that creates a team, business 
unit, and even an organisational culture driven by the leader’s actions. According to 
AFL7, when this leadership style is employed, the leader “is a unifier of the culture, I 
want to believe. It’s the morale of the space is being allowed by whoever the leader 
is…” 
 
From broad views of what defines great leadership for African female leaders, the next 
section focuses on how they described their own leadership. 
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5.10.4.2. Views of their own leadership  
 
Having given context to what the participants deemed good leadership, they were 
afforded the opportunity to describe their own leadership style. Some of the 
participants found it difficult to talk about their own leadership style in a complimentary 
manner, erring on the side of modesty. AFL6 said: “It’s very difficult, because now I 
have to blow my own trumpet”. This following section provides an overview of how 
they view their own leadership styles.  
 
5.10.4.2.1. Dynamic, based on environmental needs 
 
The ability to adapt one’s leadership style to the context emerged as a characteristic 
they display. AFL1 said: “…my leadership style depends on a situation and the 
environment that it is it requires adjustability. So, I adjust according to the situation at 
hand that I’m dealing with, and it's very open.”  This was echoed by AFL3, who 
indicated: “I think mine is, I wouldn’t want to call it situational, because it’s going to 
sound like I’m using the word loosely, but I think, in any situation, I look at whether I 
should be authoritative or whether I should let others participate in the decision-making 
or the — whatever it is that needs to be done. But I wouldn’t box myself into a particular 
area and say that I am authoritative or autocratic. I think I’m the kind of leader who 
let's those who are under me flourish, and I’m willing to hear others’ views, but I’m very 
decisive.” 
 
5.10.4.2.2. Task- and delivery-focused  
 
A strong theme was the ability to get things done, to identify the task and ensure it is 
completed accordingly. Four of the ten participants noted this as a leadership attribute 
they possess, and described it as follows. 
 
 AFL2: “Right, my leadership style, I have been told, I’m extremely task-
orientated. Okay, but I’ve learnt to now balance, you know, the people side and 
the task side. So, it’s a combination of both.” 
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 AFL5: “…for me, it's about delivery, it’s about taking accountability, and I’m not 
— I think I describe myself, I’m very — I won’t call it discipline, but I want things 
done in an orderly way, you know…  That’s just me. You know, I want things to 
be nice. I want clear processes.  For example, it shouldn’t be grey areas in 
terms of what I’m trying to do. And I expect the same from my subordinates.” 
 AFL8: “I’m a task master, but I like people working towards a certain goal.”  For 
AFL8, the timeous completion of a task was also important, and she saw herself 
as accountable for managing duration. She stated: “I’m a pacesetter…  Not just 
that we are working forever, ja, so, I think that’s where pacesetting comes out 
a lot…” 
 AFL9: “I am obviously, by way, results-orientated. Things must get done, but, 
for me, there’s a more tactical operational thing. Sometimes you get people at 
the level, and my team, they also appreciate that things must get done and they 
must deliver stuff, so it’s not at the expense of delivery, but I can’t micromanage. 
It stresses me to hell. So, when my team starts making me feel like I’m 
micromanaging, then I call them to the office and say, ‘I’m feeling like I have to 
do it, and if I have to do it, then it means you and me have a problem.’  I don’t 
want to micromanage.” 
 
5.10.4.2.3. Empowerment 
 
Empowerment took different forms for different individuals; however, six of the ten 
participants interviewed referred to some form of empowerment, such as giving 
accountability and autonomy to the team and individuals, and allowing them to learn 
from their mistakes, as a key leadership characteristic. The different characteristics 
were articulated as follows. 
 
 AFL4: “Yeah, my style is that I believe that, I mean, if you want people, your 
team, to do exactly what you want them to do, you need to empower them, and 
they need to believe that they can do it, and you need to actually let go, because 
then, if you are hands-on and you’re controlling, you’re not actually empowering 
people and you not leading, you actually controlling.” 
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 AFL5: “I’m one person who gives people the autonomy to, you know, go and 
do what they want to do.” 
 AFL6: “I think it’s very important to establish very good, solid working 
relationships with your team. You need to be able to talk to them frequently 
about anything, and I think I’m very honest, particularly when it comes to 
feedback, and I don’t give feedback because I want you to try — I give 
constructive feedback, but the aim is not to destroy someone, because you 
empower — and for me, empowerment is very important. I want to have the 
skills and impart knowledge, so that they can be able to assume that role in 
case something was to happen to me, because what happens is, most of the 
leaders, they are too scared to lose their positions, so they tend to hold 
information. They tend to, sort of, block people’s progression in terms of their 
careers. So, I’m the opposite of that. I get them involved in everything. I want 
them to understand what the overall company strategy is and what their role is 
within that, because you just get given jobs and people don’t really know how 
they contribute to the bigger picture. They just do what they’re hired to do, and 
then they get paid at the end of the month, and you need to change, and you, 
as the leader, you have that responsibility to change people in terms of how 
they perceive their importance. So, some of the studies that have been 
conducted with that, if people feel involved, feel they belong, feel they own the 
company, then, in terms of how they deal with issues, it’s different…. So, for 
me, it’s very important to give employees that sense of belonging and 
understanding how they contribute to the whole thing.” 
 AFL7: “I’m very much of a delegator, that’s my style, and I just paint a picture 
to people, and then the people must just go and — to actually draw what I’m 
looking for, and then they bring it together to say, ‘Is that what you looking for?’ 
and then I point whatever I still believe it’s missing and allow people to explore 
themselves and to discover themselves and, yes, I do engage a lot to check 
their space they’re at so that I can — and no, but I’m not a leader that is very 
much running behind the people. I’ll allow them to have the time they had, all 
I’m more focusing is the outcome.” 
 AFL9: “…I let people do what they need to do, allow them to come into their 
own … how we get, there I’m not fussed, I just need it done. That’s how I like 
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to lead and that’s how I like to lead people, and I can appreciate that, 
sometimes, that can be frustrating for people who want to be, you know, every 
step of the way, but I’m like, ‘Okay let’s just do it.’  You then — it’s your 
responsibility to show me how you can get it done, and then, if I need to help 
you, then I do.”  
 AFL10: “…I will have times where I will lead from the front and they would have 
to follow, because maybe the times and the dynamics, they require that, but I 
also have times where I will say, ‘Okay guys, this is the problem. This is the 
problem statement. I’m letting you run with it, okay?  You come back, and you 
give feedback to me.’  Now I’m leading from the back ... if I agree with the 
decision, we go with the decision, and, sometimes, I put my head on the block 
and I say, ‘Whatever decision you come with, okay, I’m going to respect that 
decision, but just know that if that decision is not correct, don’t blame me the 
next time when I don’t entrust you with that,’ and they immediately — what it 
does to their confidence level.” 
 AFL10: “I also allow people to make mistakes because I just believe that we 
learn from mistakes, you know what. So, I’m not one to say: ‘Why?’  I always 
say, ‘What have you learnt from the mistake?’  So, you have to let people make 
mistakes, because that’s how we also grow as individuals.” 
 
The opposite end of the continuum of empowerment is that of micromanaging or being 
too hands-on, and AFL6 admitted that she may, at times, become this way, what she 
believes is “…on the negative side, because I also have to be honest to myself. I think 
I don’t give them enough space to grow. Not to grow, I’m overprotective. So, in cases 
where I should just let them do whatever they have to do, I tend to be too protective 
and not wonder them out. So, I mother them, and I think that is my weakness. You 
know, I tend to mother, and, as a result, that upsets me as a person in terms of what I 
need to deliver, because I over-extend myself. So that’s something I need to work on 
in terms of there are certain things that you have to delegate to enable people to grow. 
You can't always be doing the work for them.” 
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5.10.4.2.4. Empathy and understanding individuals 
 
The leaders’ understanding of individuals holistically was identified by some as 
something they try to do as leaders.  
 AFL9: “I’m a very empathetic leader. I don’t know whether — I don’t think it’s 
got to do with the fact that I’m a female. I think I just am, and so, I think my team 
also knows that I’m the kind of person that, it’s understood that your family and 
your space come first, and if you’re not okay there, then you can’t be okay here. 
I can’t not recognise what you’re about as a person…” 
 AFL9: “I am naturally a kind of person who’s really interested in their people…  
So, I have team members in my team that, I don’t know if they’ve had that 
before, so, I think they find it very uncomfortable when I’m having a 
conversation to say, ‘So, where are you going, where do you want to go, what 
is your plan in life, and how do I help you do that?’… because I think that’s why 
I’m here, to be quite honest, to say, ‘I’m here, yes, I’ve got a job to deliver, but, 
actually, I’m here to make people better than they need to be. In fact, I’m here 
to identify a successor,’ to be quite honest. And I’m sitting here thinking who’s 
the next in this chair, because I need to develop them to a point that I’m 
comfortable to do that…” 
 AFL10: “I’m one that, I always support them. I’m always there for them. You 
know, I’m always there for my team. I always support the people that report to 
me, and I divorce the two. And I’m also understanding.  I also empathise with 
them as well, knowing that, you know, I don’t see them as, you know, just staff 
members. I see them, first and foremost, as humans, because they are human 
beings, and also me, being a leader, it can be scary to people, because, you 
know, sometimes they say, as leaders, we are not approachable, but my 
leadership style, … I don’t have one attribute because I adapt to the situation 
and to what is needed.” 
 
A component that can be linked to being empathetic is being accessible and open to 
communication with individuals beyond just operational requirements. AFL10 
indicated that she experienced this in the following way: “I communicate. I don’t know 
how many times I communicate with my team, you know, and always just giving them 
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support and, for me, I just believe that once there’s that — I’ve got an open-door policy, 
you can call me anytime, you can email me, you can — … we can talk about anything, 
because we always communicate.” 
 
5.10.4.2.5. General leadership skills 
 
Over and above the shared capabilities displayed, there were other leadership 
attributes participants indicated they display as individuals. In terms of being able to 
paint the big picture for her subordinates and team, AFL9 perceives herself as being 
a leader based on seeing the big picture and wider context. She then engages her 
teams to ensure they all have a sense on everyone’s contribution and how it fits into 
the bigger picture.  
 
In terms of being a role model for her team, AFL10 indicated: “I think I mostly lead by 
example. You know what?  Because I manage a group of people and I have manager, 
and I also say to them that, ‘The way that I lead you is how I want you to lead your 
people.’  So, you always lead by example.” 
 
In terms of how she engages as a leader to create understating and gain consensus, 
AFL8 indicated her approach is as follows: “I would say I’m a democrat. I like 
negotiating, explaining the ‘why.’”  
 
Having understood how they describe their own leadership, the next section explores 
what has contributed to their leadership style. 
 
5.10.4.3. Contributors to their leadership style  
 
In the journey to leadership, several factors were identified as having contributed to 
the resultant leadership styles the participants employed and their overall leadership 
competence. These influences varied, with some showing similarities in their 
development paths. The biggest contributors can be categorised as follows.  
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Table 5.65 Contributors to leadership style 
Category Descriptor 
Mother AFL2 indicated that the role her mother played in her life greatly 
influenced her desire to be a leader, as well as her leadership style:  
 
 “So, my mother is a pure academic and she’s achieved so 
much as an individual, you know, and also as a single 
mother. So, I saw what it means to be a leader through her, 
and I saw the influence she’s had on people she’s led and 
— so that made me want to be a person who, anybody 
who’s worked with me, to say, ‘You were a great influence 
in who I have ultimately become.”  You know, and that’s 
what I strive for, basically.” 
 “…she’s very strict. She’s more — I’m more like her 
actually…” 
 “She’s a very strong woman. Okay, that’s point number one, 
and she’s very, I’ll use ‘hospitable’, and she’s very 
approachable, and she’s extremely nurturing, you know, 
and so for her, yes, there is that thing of ‘I’m your leader’, or 
I’ll call it ‘I’m your manager, you are my subordinate’, from a 
purely work point of view, but, outside of work, she could 
maintain those relationships very well, you know, and it’s 
one of the things that I am good at, by the way.” 
 
Experience  AFL3 indicated that, through her leadership journey and 
experience, her leadership style has evolved stating, “I think the 
biggest influence has been the challenges that I have been faced 
with along the way. I think, when I started as a junior manager, it 
was always my way or the highway, and I think, as we grow older 
and you manage either specialists or professionals or people who 
are knowledgeable, you get to know that you can't know 
everything. So, I think that’s what has influenced me to be more of 
a participative leader and more of a, I wouldn’t call it servant 
leadership, but I think I make sure that everyone participates, and 
everyone is very clear on the direction where we’re going and the 
guidance that they need.”  The change in leadership approach 
indicated was influenced by more than just individuals’ feedback. 
“I’ve had to change my leadership style based on looking at the 
world with a different lens. Not necessarily other people’s views but 
knowing that you can't always be the know-it-all and you can't 
always use the same style of management or leadership in all 
circumstances.” 
 
Similarly, AFL9 indicated that a contributor to her leadership style 
was the skill of self-reflecting on what has worked for her in the 
past and what has not, being aware of the impact of her leadership 
style on others and working from there.  
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Religious faith  The role of faith as a form of leadership role modelling was 
indicated by AFL4: “…also, I think what has influenced me is my 
faith, and I take a cue from Christ leadership, because He says, 
‘You know, leadership is really about serving.’  So, you serve your 
people. When you serve your people, they can do anything for you. 
You know, when you bow down, and you serve them, you give 
them the guidance and all of that, they will do anything for you. I 
think, for me, that actually epitomises great leadership.”  Religion 
thus played a strong influencing role in guiding her leadership style, 
resulting in her valuing the following Christ-like leadership qualities: 
“Humility and, I think, also, it talks to being able to listen to people 
and understanding their point of view … but, at times, you’ll be 
required to actually take control over certain things, but you need 
to actually allow people to have that flexibility and the ability to try 
things on their own, without you taking control.” 
 
Change in role In the organisational context, the roles of specialist and manager 
are often on opposing ends of the career continuum, and, for AFL5, 
taking an opportunity to leave her specialist role and take up a 
leadership role was a significant shift and influence on her own 
leadership style. She described this shift in her careers as follows: 
“So, I think, at that stage, it opened up a lot of things for me, you 
know. Initially, when you’re a specialist, you don’t really care about 
management, because you’re a team, you work as professionals 
and stuff like that. But then you realise that you actually need to — 
as much as it wasn’t my comfort zone, but you need to manage 
people because, through that, you grow as an individual. That’s 
where I really felt I was growing, when I was managing people, 
dealing with performance issues, dealing the hard issues. 
 
Consequences AFL6 indicated the role she fulfils has strongly influenced her 
leadership style, in that she has seen the consequences of bad 
leadership behaviour and decisions, and, as such, she is cognisant 
of the need to be ethical and consider the whole system and 
ramifications at all times. She articulated this as follows: “…you 
tend to see the consequences of wrong decisions, so you try not 
to do that, so that you don’t get to a situation where you have to go 
and defend the un-defendable, you know … my influence has been 
that, to say: ‘Look, for me, it’s very important to have integrity … 
because of my role.’” 
  
Formal 
development 
For AFL8, a specific programme she completed had a direct impact 
on her leadership style: “…I think that has opened my eyes, 
because I never used to do a lot of reflection on — even things that 
happens during the day. So, with my studies, we did a course, 
which I thoroughly enjoyed, was called Personal Development, 
which you go through various stages, and it's more about digging 
deeper into your inner self and understanding yourself better. So, 
that also helped me, because then it also pushed me to re-asses 
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and understand, okay, whatever seven types of leadership, and 
rank myself. So, that was a good thing for me.” 
 
AFL10 indicated that the development in terms of formal studies 
offered her by the organisation has been influential, stating: “The 
development that I’ve been given in terms of, even my studies, as 
well, in terms of the leadership courses I had to go through…  For 
me, those have really paved a way for me to be sitting where I am 
today.” 
 
Mentoring and 
coaching 
AFL3: “When I was at a crossroads, and when I had issues that I 
couldn’t deal with, I found someone outside of the work 
environment who would be my sounding board and a mentor. A 
certain professor, and I found that it’s nicer to have someone that 
you can be vulnerable to and who can give you a different lens, 
because, when you are in an organisation, you see it, the way you 
— you know the everyday challenges of the organisation and it’s 
difficult to step back and look at it differently.”  
 
AFL7: “I’ve got a coach on the side that I tap into that may have 
given me advice of, say, ‘Maybe this is the way you handled this 
Joe Soap, so that you experiencing it at Exco. Maybe ...’  Now I 
know, when somebody is attacking in the room, I know what to do 
to cool them down, but, on the side, I will have a stronger voice to 
say, ‘I didn’t appreciate the way you’ve engaged with me. What 
could be the issue?’” 
 
Coaching can be an influential tool in leadership development. 
AFL8, in her career, had experienced the benefits that coaching 
can bring, stating: “When I joined the bank, I soon realised that, no, 
I will need a coach. So, I went out of my way to get a coach. We 
then had to deal with the transition within the bank; then, obviously, 
coaching stops, and then we stopped, and now that, also I think 
my role is in — it’s evolving. I’ve also sourced a coach…  So, they 
are formal, and I go out of my way to find them myself. Luckily, with 
the bank one, I got them through the bank’s coaching programme, 
but I went out of my way to find one who I think is more aligned to 
my sphere of work. That’s when I also discovered … ‘Are you 
looking for a coach or are you looking for a mentor?’. Then I said, 
‘No, I’m looking for a coach’ after they’ve explained, because they 
were just saying most people think they need a coach, but they 
need a mentor, vice versa. And then, with the recent coach, I went 
out of my way to get one, but I was able to explain to my boss, to 
say I’m in a transitioning, evolving type of a role. I need sanity and 
I need somebody. And, I think, based on the lessons I know that, 
with a coach by my side, I thrive, and things just become much 
better, especially in scenarios where there’s a transition. So, I go 
out of my way.” 
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When embarking on a coaching journey, there are various types of 
coaches available, and AFL8 found sourcing the appropriate coach 
for her specific needs beneficial. She said: “Because, when I got a 
bank coach and she was an executive … at the time, it was good 
that she was in my line of work, because the challenges that I was 
experiencing in terms of adjusting and handling the issues, she 
could relate. But right now, the coach is not even, she’s more what 
you call the NLP (Neurolinguistic Programming), she studies and 
she’s a certified NLP coach. And she is more of a holistic — she 
brings me a different dimension, which, most of the time probably 
might not even touch work, 30%, because she’s working on me 
and it’s still perfect timing, because, even if it’s about me, it makes 
me to be more productive at work anyway. Ja, so, maybe it's 
coincidence. I think, if I had gotten an NLP coach back then, which 
is, like, five years ago, maybe I would not have found value. And 
right now, I know I do not want a coach in the same field.” 
 
Networks AFL3: “…even though, sometimes, when we get given feedback, it 
can hurt. I’ve tried to find other people, outside of the organisation, 
where I can go and say, ‘Is that how you experienced me?’, and I 
find that easier to deal with, when you can see that, whatever 
feedback and whatever is coming through from the working 
environment, you are the same person, even externally. What I 
would find concerning is if the environment, the work environment, 
experiences a completely different person from friends, family, or 
my mentors. Then I would think I’ve got a split personality.” 
 
AFL7: “If I never had the network of friends outside the 
environment that we could tap into my experiences and then 
sharing their own experiences and giving you an advice, to say, ‘In 
this situation, maybe this is how I had and this is the way I 
approached, and it didn’t really quite work out, and this might be 
the best way of handling the matters...’  So, you learn. So, all what 
has happened has given me the growth.” 
 
AFL10, regarding an informal network of friends within the bank 
and externally, said: “I’ve got colleagues that have been here 23 
years or 30 years, who I’ve drawn on their wisdom, you know, and 
their knowledge in terms of mentoring me and in terms of coaching 
me. We’ve never formalised it, but these are people that I can go 
to them whenever I find that I’m in a corner or I don’t know what to 
do or I’m conflicted, and then I say, ‘You know what?  You’ve been 
there, done that, got the certificate. I’ve got this problem statement, 
you know, how would you help me?’  And what I like, they’ve never 
given me the answer like that. They would take me through all the 
scenarios and say: ‘Okay, fine, you know what?’  So, I’ve drawn 
knowledge and learnings from different people. You know, yeah, 
I’ve even drawn knowledge and experience from people that are 
not even in the work environment, you know, people that are 
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younger than me, …people that I know from a — personally, and 
I’ve drawn from their experiences.” 
 
Manager The manager an individual has can be very influential. AFL8 
indicated that her leadership style has been influenced by her 
manager: “I think my current boss, whom I report to in a sense, that 
he’s got the good and the bad, so I’m also able to see what not to 
do and what to do as a leader, and because I report to him. I think 
it also informs where he comes out too strongly and I need to 
manage him, then it forces me to change my leadership style 
downwards. Because, if me and him are alike in that way, it might, 
ja, sometimes it might be catastrophic.”   
 
AFL10 said: “…to be led by people that let me operate 
independently, you know, and, for me, that has really been 
fantastic... So, the support that I’ve gotten; I have tremendous, 
tremendous support.”  
 
 
One of the influences on leadership is feedback. This may come from different 
stakeholders and have different effects based on who it is from, how it is delivered, 
and how it is received. This influence is explored further below. 
 
5.10.4.4. The influence of feedback on leadership style  
 
Of the ten African female leaders interviewed, two, AFL5 and AFL6, indicated they 
had not changed their leadership style based on feedback received from others. The 
changes in their leadership style was rather based on self-reflection and introspection.  
AFL6 also indicated that the comparison of her own leadership style to that of leaders 
she deemed successful was an influence on her own leadership style. The other eight 
all indicated that feedback from subordinates influenced their leadership style. AFL1 
indicated that feedback on her blind spots enabled her to do introspection and find 
ways to improve her leadership skills. The feedback shared by participants was from 
various interactions, such as one-on-one meetings, 360-degree survey feedback, and 
general discussions.  
 
For AFL2 feedback came in the form of her team commenting on how she comes 
across as a leader: “So, that means I’m not a very touchy-feely kind of person in the 
work environment. So, that kind of feedback, you know, it’s either you take it in; well, I 
chose to take it in and to say, ‘Okay, so what do you want from me?’  You know, and 
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all they want is just to say, ‘How was your weekend? How is your dog? How’s your 
cat?’, which, generally, is not my personality, but I’ve learnt to do that, you know. And 
that has changed a huge, you know, a lot in the relationships that I actually have with 
my staff.”  This view may be perceived to have either positive or negative connotations. 
In this instance, AFL2 responded to the feedback positively: “I took it as good 
feedback, right, because, number one, I know my personality, I understand my 
personality. I know, for example, I’m very picky about who I allow in my space, you 
know. So, when they said that it didn’t conflict with what I already know about me, you 
know, but what it said to me was, ‘We would like you to manage us this way, you know, 
so I actually took it positively. I mean, it didn’t affect them negatively or us negatively...” 
 
AFL7 referenced the overall transition she had made in her career from when she first 
entered a leadership role and how she had transformed due to feedback. She said: “I 
think, in the journey you start — because when you start becoming or getting into the 
leadership, sometimes it’s driven by an ego kind of a thing to say, ‘I’ve arrived’, and 
then you display a very arrogant kind of role … and then you discover to slow down or 
people will give you feedback, and then you have to adjust your way of engaging with 
the people, because if the people didn’t give me that feedback, I wonder if I would’ve 
changed.” 
 
In an attempt to understand her leadership style, AFL8 received feedback from her 
team via a survey. The results were not positive. She stated: “I did then start making 
a conscious effort to improve on it. I’m not doing very well still, but I’m very conscious 
of it.”  This, however, has not resulted in significant improvement in the areas identified, 
as they go against her leadership style. She said: “They are the type of people who 
would, after work, go out for drinks and probably meet over weekends still with their 
boss. I’m not like that. So, try doing breakfast, but I don’t think I’m meeting their 
emotional need when it comes to that leadership style.” 
 
From discussing the changes leaders have made due to individual feedback, the next 
section looks at organisations at large and the role that the environment and 
organisational context could play in how a leader becomes successful. 
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5.10.4.5. The influence of organisational culture on leadership style  
 
All ten African female leaders indicated that the nature of the organisational culture 
and expected type of leadership for one to be successful had an influence on how they 
became leaders in their organisation. This meant that their leadership style could vary 
from one organisation to another, based on the culture. Some of the ways in which 
this variance could occur was articulated as follows:   
 
 AFL1 Had to change her leadership approach in entering her current role, as 
the function was new. She said: “With starting a new initiative, you find that you 
need to get your hands dirty. You need to be down there in the trenches, be in 
the veld. It’s where you need to roll up your sleeves and get dirty, and it’s not a 
time and a place to be in a balcony and watch. It’s not there yet.” 
 AFL2: “Yes, so, if I look at, generally, in a male-dominated environment, right, I 
felt, you know, I needed to be very brutal, if I can put it that way, you know, just 
to set the tone of how your male peers deal with me, you know, and, for me, 
that was really the environment that forced me to be that way…  From the onset, 
that, when you deal with me or when you work with me, this is how it is. There’s 
no two ways about it.” 
 AFL3: “…you find that, in some organisations, and also depending on your 
kind of leader, they have a very different way of seeing things, viewing the 
world, and they expect you to lead in a certain manner.” 
 AFL4: “I think it depends on the environment. Certain environments require 
very nurturing female leaders. Other environments don’t require — they 
require females that are hard-core, and it depends on the environment, but, at 
the end of the day, it’s up to the individual how they want to actually take on 
the role.”  
 AFL4: “I think it depends on the people., You need to be flexible enough. A 
good — a great leader has to be flexible, because you have to adapt to — you 
have to have a certain level of adaptation to the people that you’re leading. 
They actually determine the type of person you are. There is, though, some 
traits that you would — that are inherently yours that you’ll keep, but I guess it 
also depends quite a great deal on the people that you’re leading. You’ll find 
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that there’s some people that are easy to lead. There are others that are very 
difficult to lead, and, sometimes, you need to actually give yourself time with 
others. Others, it’s like I’m saying, it’s easy; you just do your thing and they 
follow you. Others, you’re required to actually spend a bit of time with them, and 
until they come around and they follow your way.” 
 AFL5: “To a certain extent, you do find yourself. It’s not changing my 
leadership style, but changing how you approach things or … I want to be 
myself, but you need to, sometimes, you have to a certain extent adjust to that 
environment, and that environment will predominantly be male-dominated. So, 
you know, you need to also come down hard on certain things, but it just 
comes, it just happens, because you’re trying to survive in that harsh sort of 
environment.” 
 AFL6: “Your strategy and your leadership style. That’s my opinion. It changes 
according to where you are and the environment that you are working in.” 
 AFL6: “If it’s a highly politicised environment, you have to be politically astute 
to be able to navigate.” 
 AFL8, coming from a different environment with greater hierarchy and structure 
to management in joining the bank, said: “...when I came in and I realised that 
I’m dealing with a team of people whom, in other instances, when you give them 
tasks, they would even tell you, ‘I’m not used to being asked when is the 
deliverable going to be ready.’  So, I had to adjust a bit, because I can’t fall back 
on a timesheet. But my adjustment, I think I tried to still bring in the flavour, 
because I still have a big problem with someone who doesn’t think of value 
adding…  So, I adjusted from that notion, that okay, I’m dealing with individuals 
who don’t have a productivity mindset. They have a mindset of ‘I’m given a task 
and I’m paid at the end of the month.’  So, I had to now adjust myself and not 
become the more ‘Okay fine, how productive were you?’, but maybe try to bring 
in that structure in a different way, to say, ‘Okay fine, we planned, though; guys, 
do we plan?  Yes, we plan, and, when we plan, you commit. Yes, we commit.’  
And I remember, initially, I even were bringing in small incentives just to bring 
up the competitiveness in the team. So, I learnt that, and it was not easy.” 
 AFL9: “When dealing with different individuals in the team, there’ve been times 
when I’ve had to have tough conversations that I don’t really like having, 
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because I don’t think they need to — I should be having them, but then, given 
the environment and the people that I’m leading, then I have to have those 
conversations. So, from that perspective, I think, yes, I’ve had to lean in a lot 
more than is naturally my inclination.”  
 AFL9: “…I suppose, in a corporate environment, I think, sometimes there’s a 
— you have to find the right balance between assertiveness, I suppose, and 
aggression…  I’ve found there’ve been times that I’ve actually had to 
unnaturally put my foot down, you know, because the environment requires you 
to do that, because, otherwise, then people will just kind of take advantage of 
that you’re a nice person or that you’re, you know, you expect that the right 
thing will be done.” AFL9 referenced a mentor who had guided her through a 
challenging situation: “…she used to say, ‘Pull on your big panties.’  And so, 
there’ve been times when I’ve had to do that in this environment, where you 
had to have tougher conversations that you really didn’t, that you really don’t 
necessarily think that you have to be, you know, come across as a dragon, 
because that’s what it takes for people to sit up and listen. So, yeah, I think 
that’s probably been, for me, a challenge to kind of — to be able to do that in 
this particular environment…” 
 AFL10: “I worked in an organisation where I had to do that. It didn’t work out for 
me, because I had to, you know, for me, leadership also goes with integrity and 
values, and it started to bother on my integrity and my values, and I couldn’t 
stand it anymore, because I had to adapt…  I quickly realised, in that company, 
that I think I was brought in here as maybe because I’m a black female and 
maybe I’m a token…  I think maybe they underestimated me, and before I left, 
my leader then said to me, ‘You know what?  I saw you when I spoke to you in 
an interview and I said that you’re very assertive, but I thought we could control 
your assertiveness. I can see that we can’t’.  And I said, ‘No, but I think 
assertiveness is actually a great skill. You know what?  Because I speak my 
mind, but I’m very respectful. What you’re requiring of me now, okay, I don’t 
think I can do that, and I’ve showed you these are the reasons why I cannot do 
it, why it’s actually wrong.’” 
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The impact of what may be deemed discriminatory practices in the environment also 
have an influence. AFL7 stated: “it might sound like it’s a stereotype, you will — it will 
not be said in many words, the, you know, the body languages will tell you a story, or 
others will actually tell you, verbalise it, because it is still believed that we getting into 
those role as an African because of the quota that is actually pushing us to forcing the 
organisation to elevate us. So, we still feeling that … you may feel it with the body 
language now, but, … before it was coming out, you know, it was, you know, to say 
whenever you are questioning certain things, it will not fly more than my White 
counter…” 
 
In some instances, there may be lack of congruence between the organisational 
culture and leadership required, and the leader’s own leadership style. AFL2 described 
it as a conflict: “It definitely conflicts with your own, you know, leadership qualities, but 
it worked for me, and you do what works for you, you know.” 
 
The role one fulfils in the organisation may also impact one’s leadership style and how 
one is perceived. AFL6 believed that the nature of the work she performed had an 
influence on her leadership style. She articulated this as follows: “So, I think that would 
be their frustration, but, again, because of the nature of the job, it’s something that you 
cannot avoid. You need to be on top of everything and know what is going on, 
because, at any given moment, something may arise, and you need to know what is 
happening and how to deal with it.”. This requires of her to be more hands-on and 
detail-orientated than she would ordinarily be in terms of her own leadership style.  
 
The influence of the role was a sentiment shared by AFL5, who noted that it can cause 
incongruence between the role in the organisation and the individual’s leadership 
style. She articulated this conflict as follows: “In my previous role, I mean, I could, you 
know, one thing I do is, I work hard, I push for things. I definitely push for things. That 
whole diligence, and I never want my integrity to be questioned, especially as a leader. 
In general, as a person, I’m quite strict, and I’m just trying to think what things they’ve 
said about me. I was in a role where I had to be very much outgoing, and, to a point, I 
could, only do it to a point, but I was very upfront about it, you know. So, maybe that’s 
what they would say, I’m very upfront about things. If I don’t like something, I would 
just say, ‘Look, I don’t agree with this and that sort of a thing.’  So, those are the sort 
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of things. I’m not an extrovert, I’m not an introvert, I’m just, like, on average. But the 
role that I was in before required of me to be more of an extrovert, and those sorts of 
things came through sometimes, you know. But it was just the nature of the role as 
well.” 
 
Moving from organisation and role context in the industry at large, the next section 
considers whether the financial services industry has had an influence on the 
leadership style of the ten African female leaders. 
 
5.10.4.6. The financial services industry 
 
The industry within which the organisation is plays a role and influences, to some 
extent, the culture of the organisation. AFL3 said: “If I were to give you examples, I 
think it also depends on the industry. When you work in an industry where it should be 
rules-based and very sort of autocratic, there’s — you are expected to lead in a certain 
way, but when you work in an industry where there are professionals, people who are 
highly intelligent, then you can't lead in the same way as you would’ve led in a factory 
environment. So, that’s what I mean.” 
 
Certain characteristics of the industry were noted, which, in turn, influence how 
organisations respond and the expectations held of leaders within these organisations. 
Their financial services experiences were articulated as follows. 
 
 AFL6: “It is time-driven, highly competitive industry, you know. You need to give 
quick results. So, you need to change how you do things, you know. If you’re 
the kind of person that has to reflect on an issue…. You cannot.” 
 AFL6: “So, you have to, sort of, change and modify your leadership style 
according to where you are, because you cannot allow — use the same 
leadership style in all the different industries that you are working, because that 
will not be effective. What works in one industry cannot, does not necessarily 
mean it’s right in the other industry.” 
 AFL9: “So, I think a lot of it’s got to do with, obviously, my role and my own 
experience, and where I come from, but, also just, you know, demographically 
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and social experiences that kind of impose upon you what are the kind of things 
that are actually important to succeed, and you try and kind of elevate those 
and make those come alive more in your leadership style or in how you engage 
with people, because you know it’s like a disservice if you don’t, you know, to 
those people when, you know, actually being a black female in a very White 
male-dominated industry still in an environment. It has its challenges, and so, 
when can you try and impress upon that and make sure your staff is, you know, 
crossing the T’s and dotting the I’s where necessary…” 
 
Moving from the industry view, the next section reflects on the individual participants 
how they believe they are perceived by their leaders and subordinates.   
 
5.10.4.7. Understanding how they are perceived as leaders 
 
There are many levels of interaction and feedback that can ultimately influence how 
the individual African female leaders believe they are perceived, and how that 
feedback is processed and utilised differs according to the individual. The nature of 
the relationship also influences how they are perceived and may differ from line 
manager to employee.  
 
5.10.4.7.1. Managers’ views and feedback 
 
Receiving feedback from their managers was, surprisingly, not common practice. 
Several of the African female leaders interviewed noted not having a concrete view of 
how their managers perceive them. Instead, they based their feedback on how their 
managers treated them, the kind of work they were allocated, suggestions or 
inferences made, and what they thought their manager would say. AFL7 said: “Not 
many managers do give you the feedback…  They don’t give feedback. They don’t. 
So, you never know. Though, yes, in the PA — I think, when we do the performance 
reviews, we do not give much of a personal who you are, but we focus more on the 
work delivery.”  
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From the interviews, the following themes emerged: 
 
Table 5.66 How managers of African female leaders perceive their leadership 
Category Descriptor 
Task execution  AFL1: “…resilient, and who’s results-driven and passionate about 
the job.” 
 
AFL2: “So, from a manager’s view, he perceives me as a very 
task-driven person, period, you know. So, if he needs things done 
in the business, he knows if I give it to AFL2, it’s going to get done, 
you know. If things are broken in the business, he needs 
somebody to fix it, he knows I’ll fix it, you know. So, that’s his 
perception, basically.” 
 
AFL6: “In terms of delivering and getting the result, I think he 
would say I’m — I do — I serve pretty well in that area... 
 
AFL9: “So, my manager would very much give me a sense that, 
if he wants things done, he always knows that he gives them to 
me. He says, ‘I need you to look at this’, and I’ll say ‘I can’t, my 
capacity’, but he says, ‘I know if I give it to you, it’s going to get 
done’, and so I don’t know whether that shines a light on a 
leadership lens as much as it does a performance lens…” 
Empathy AFL6: “I think he suggested that I’m too soft…. Maybe I'm too 
empathetic, you know. I don’t push people enough. I don’t 
demand the best out of them. I allow them to make excuses. So, 
he would say, even though empathy is not a bad thing, but you 
need to use it in moderation…. The discussions that we’ve had 
have always been around the fact that I am too soft, you know, 
on my staff.” 
Resilient  AFL1: “I think he’ll describe me as somebody who gets things 
done…” 
 
AFL8: “I think he would describe me as resilient. He would 
describe me as a solid performer, whatever that means.” 
Warm AFL8: “…I’m warm in a sense that, once you get to know me, but 
when you pass me by the corridor, it’s like they go, like, ‘Oh no, 
this lady, you only talk to her if you know what your story is. She’s 
that type…’  Speak to me when you know, don’t just — but I’m 
described now to be very warm. That’s the description I’ve 
received.” 
Natural leader AFL8: “‘You’re just a natural leader compared to others.’” 
Decisive  AFL3: “I think my manager would describe me — she says I’m 
decisive, I always bat for my team, but where she would say this 
is an area of improvement is, I normally take longer to deal the 
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bad news, especially if it means firing someone. I will take longer 
because I want … to feel comfortable that we are taking the right 
decision with my team.” 
Empowering AFL4: “I think he would say that I’ve got an open-minded policy, 
an open-door policy, I mean, an empowering policy. I give people 
a chance, and I would think that he — and motivational. I’m 
hoping that is what he would say, and I’m also hoping that he 
would say that I develop people as well, because, in my role, I 
think, since I’ve joined, there’ve been quite a number of 
developments for individuals that I’ve done, yeah.” 
Firm yet fair  AFL10: “I think that they would say that I’m firm yet fair. I think 
they would say that. I think they would say that she’s very firm but 
she’s also very fair, and I’m very accommodative. I’m very 
accommodative…  And I’m willing to listen to both sides. So, they 
are not scared to come to me in times of crisis, because, yes, I 
will scream and shout and whatever, this and this and this, but I 
will be there to support them as well.” 
 
Various descriptors of how the African female leaders believe their managers perceive 
them are indicated above. However, the most frequently occurring descriptor was that 
of task execution and completion, often referred to as having the capacity and 
capability of “getting things done.”. The following table provides an overview of how 
they believe their subordinates view them. 
 
Table 5.67 How subordinates perceive their leadership style 
Category Descriptor 
Balanced  AFL1: “They’ll say, yes, I play hard and I work hard. So, yes, results, 
but I have a softer part, where I listen to people. I listen to people 
and empathise with them and support them, give them support on a 
personal level, and on a work level as well.” 
Structured AFL2: “Look, I’m very structured, okay, that’s the one thing about 
me, and I’m very methodical, right, and what I find is, generally, in a 
business, there’s a lot of chaos, and I bring a lot of structure into that 
environment, and staff work better with me because of that, you 
know.” 
 
AFL3: “I think my subordinates would say I provide structure, I am 
supportive, … they would never say I’m innovative, I’m decisive.” 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
337 
 
Challenge  AFL3: “I think I push people far, to get your resolution faster than 
they are comfortable getting to. So, in any of the — of my areas of 
my life, that’s the feedback I’m getting.” 
 
AFL4: “They would say I actually challenge them, okay. I may come 
across as very soft the first time, but they would say that I actually 
push them and ask — and push them to try different things, you 
know, and they will say that I don’t just accept the norm, and I guess 
that — I’m hoping that’s what they appreciate about me, is that I 
don’t just accept the things as they are. I also say to them, ‘There 
must be another way. Let’s look at another way. Let’s try something 
else. Let’s not just accept things the way they are.’  So, I’m hoping 
that is what they would say about me, and, in that way, empowering 
them to think things differently, yeah.” 
Empower  AFL5: “I give people their space. I think that’s feedback that came 
back. I give them their space, but, if I need things done and I need 
things reported on, I want it, like, yesterday, but, generally, I’m not 
on people’s backs and stuff like that. Just give them their space to 
do what they’ve got to do.” 
 
AFL7: “‘Give us space. Never micromanage but dare not annoy her.’  
Where there’s no delivery, this is where they will hear my voice, and 
I will not compromise that. They know that they manage their time. 
I’m not the manager that looks at the time to see what time you are 
here.” 
 
AFL9: “I think my team would describe me as an empowering leader. 
I think I’ve gotten that. I really do let them.  I give them the 
opportunity to take their spaces and to own their spaces, and, to the 
extent that they do it or not will determine how much interruption I 
give them…  So, I give them lot of space. They have a lot of 
bandwidth in my team to do what they need to do, to be quite honest, 
and I trust them as people in their space.” 
Create safety  AFL6: “I create a very conducive environment to enable them to 
make errors, and it’s very protective.” 
  
AFL8: “I give difficult feedback, but I make them feel good about it. 
So, and they know that I’ve got their back.” 
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Micromanage  AFL6: “I don’t want to believe that.  I don’t think I micromanage, but 
I want to know about every detail of what is going on, because 
anything can go wrong at any time, and I need to be in a position to 
have answers. So, I think that aspect of wanting to know everything 
that is happening, they would probably say, I think, they’ve never 
said it directly, but they sort of insinuated that, you know, not that I 
don’t trust them, but they feel that they are hired as specialists, so 
they have, sort of, that kind of latitude to make certain decisions on 
their own, without discussing some of them with me or getting my 
approval.” 
 
AFL8: “…I think also there’s a perception that I’m a micromanager.” 
 
AFL10: “I delegate, but in me saying that, I delegate, and then I 
move away. I don’t actually 100% move away, because they can still 
see the worry and they need, for me to trust them 100%, that they 
can do it, and I take that, for me, as like constructive criticism. 
However, I said to them that, because, at the end of the day, 
whatever they have to do in their various disciplines, you know, that 
they look after under my forte, at the end of the day, you know, the 
buck stops with me... So, they have to appreciate. However, what 
I’m learning, I said to them, is that, ‘I will then let you run with the 
process.’  What I used to do, I would say, ‘You run with the process’, 
but then I would have follow-ups. ‘So, is everything okay?  How is it 
going with that?  Do you need any help, you know, and they said 
they don’t want that. They want ‘Let’s do it and then let’s have the 
feedback meeting.’” 
Attentive to 
individuals 
AFL7: “…I’m more their friend, but with limits. I make sure that I 
attend to each and every one of them equally. Yes, there are good 
and bad ones in-between, but I make sure no one will feel that 
difference.” 
 
AFL9: “I think they will describe me as a caring leader, to be honest. 
I’m very much aligned to the situations that happen in their lives. I 
know what’s happening. I know what the issues are. I give them the 
time. ‘If you need to do what you need to do, that’s what needs to 
be happening...’” 
 
AFL9: “I’m always interested in their development, and what I think 
they need to be doing, and, you know, ‘Where’s your plan and how 
do I help you get to what you need to do’ and ‘These are my thoughts 
around what you need to develop, you know.’  So, I’m always giving 
them both performance and personal feedback around where I think 
they need to grow. I love ambitious people. I would love to believe 
that at least I try and encourage them to think beyond their current 
role.” 
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Not warm AFL8: “…early this year, so I sent my team a questionnaire, part of 
my studies and the course personal development, rating me. It was 
seven leadership styles. Rated very poorly on the one that speaks 
to — I’m not, like, very warm. Yes, I’m not warm, like, ‘How are you?’  
If I get ‘How are you?’, ‘I’m fine, I’m happy’, whereas others would 
really want that time and that bond to be felt strongly... That one I 
came out very low.”  
Avoid gossip AFL8: “I don’t do corridor talks, but even if some team member has 
told me stuff about my team members, I will not take it as fact, I will 
come back to that person and say, ‘I want to find out, did you do it?’. 
So, they say, ‘Well, one said … you’re very fair, you are a very fair 
person.’” 
 
Emergent in the above perceptions from their subordinates’ perspective is, again, the 
focus on tasks, in some instances reflected as micromanagement, whereas some 
leaders believe they display and are perceived as having the ability to afford their 
subordinates the necessary space and empowerment. Having reviewed how they 
believe managers and subordinates perceive them, the next section focuses on the 
influence of race and gender. 
 
5.10.4.8. The role of race and gender in leadership  
 
To understand to what extent the African female leaders believe that the race and 
gender of the subordinate influences how they are experienced as a manager, 
examples of how they have interacted with subordinates of different races and how 
they have found the interactions were gleaned. Exploring the impact of race and 
gender was aimed at ascertaining how they believe male and female subordinates 
from different race groups experience them as a leader, and whether there are any 
similarities or differences. The following tables provides an overview of the salient 
points. 
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Table 5.68 Perceptions of the influence of race 
Race has an impact Race has no impact 
AFL2: “So, what I’ve found is, your White 
people want to be acknowledged a lot, and 
they want you to rely on them a lot, and so 
there is that creation of dependency on 
them a lot. Okay, but then your other race, 
which is your black people: ‘Tell me what 
to do and I’ll do it.’. Okay, and, yes, you do 
get those that want you to depend on 
them, but it’s not a driver, you know, to 
create that dependency.” 
 
AFL3: “I think it does, because I’ve had 
people who are not African feeling that 
they don’t have as much direct access to 
me as their African counterparts, which, I 
feel, anyone has got access to me.” 
 
AFL4: “I think, at the beginning it does. I 
think it’s a natural thing, it does, and I think 
people hold back a bit and they — and 
there’s a bit of suspicion.” 
 
AFL6: “So the race card is that — it’s 
always very subtle, it’s not very blatant, 
you know. It can sort of see the 
insinuation. Certainly, as an African 
female, and you have this thing that you 
always have to prove yourself, you know. 
You have to be — you feel better if you are 
more qualified than all of them, you feel 
better if you are more experienced, but, all 
the time, you always have to validate 
yourself, wherever you go, whoever you 
interact with, you always have to validate 
yourself.” 
 
AFL9: “I’m very much a person who says, 
‘You know, black female leadership has to 
move.’ … I probably do impress upon my 
own experience. Unfortunately, I think 
people won’t always find — don’t always 
understand. I mean, I remember having a 
conversation with a female, a White 
female colleague, the other day around 
some of the pressures you take on board 
as a black female.” 
AFL1 did believe people of different 
races experience her differently, and 
currently managed a mixed-race team. 
 
AFL7: “I don’t, because all the people, 
being black or white, they will still call 
me, even if they have left the space.” 
 
AFL8: Indicated she has not 
experienced race as impacting on how 
she is as a leader or how she is 
perceived. 
 
AFL10: “No, because, you know, 
whether you black, you white, you pink, 
you yellow, I don’t let — race doesn’t 
play a factor to me. I mean, I manage 
different races in my team. I don’t let 
that play a factor. I don’t let that play a 
factor, because I think it will blur the line 
in terms of what we need to deliver, you 
know. It will blur the line in terms of what 
we deliver, and I always say we need to 
be careful about those things, because, 
are we then saying that people of colour 
should be treated in a different way? ... 
We’ve already got, as people of colour, 
you know, we already have this label 
that, by our very nature, sometimes we 
introverted, which I also am as well, and 
maybe we don’t say much. Our voices, 
maybe, are not heard that much. So, 
once we allow then the race card to, 
you know, come in, we then emphasise 
those prejudices. People should be 
seen. This is your personality, whether 
you’re black or White is irrelevant. This 
is just who you are, and we should just 
welcome you. So, for me, whether you 
black or white, if I was going to 
reprimand you, the same whether you 
black or White or have the same 
conversation or have the same 
discussion, and that’s how I have it.” 
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The table above indicates an equal split between participants who believed race has 
an impact and those who did not. AFL5 was unable to comment on the impact of race, 
as she had only managed African individuals in her career. AFL6 indicated that she 
has experienced inconsistent treatment of white, Indian, and Coloured subordinates, 
and was therefore unable to comment on the perceptions of those race groups. She 
referred to experiencing it as people not accepting that they must report to an African 
woman, not willing to take instructions and patronising her. The following table reflects 
the views on gender. 
 
Table 5.69 Perceptions of the influence of gender 
Gender has an impact Gender has no impact 
AFL2: “Males related, used to relate, 
better with me, because we don’t do 
small talk. We get to the task and we 
good. Females need the more nurturing 
side of you, and so there was that 
difference, but I think it’s an interesting 
thing, is when I started in a leadership 
environment, that’s how it was, but now 
you finding males are actually more 
sensitive, you know. They want you to sit 
and talk about their weekend and their 
wives and, you know. So now they 
expect the same thing, now they 
perceive me the same way…  It’s 
changed. It definitely has changed.” 
 
AFL3: “I think females like the support 
and the females find it easier to approach 
me, and I think, on the male side, they 
see the support as giving too much 
direction and being too direct. The males 
prefer to leave things to the last minute, 
and I’m the kind of leader who prefers to 
know beforehand what’s going to 
happen when, and I find that, with males, 
they find that a bit restrictive, and they 
would like to be very flexible around 
deadlines, and I am not... I prefer 
managing females…  I’ve had more 
challenges with male employees than 
with females.” 
 
AFL1: “I treat everybody the same and 
equal. Gender doesn’t really count.” 
 
AFL4: “…in my experience, I’ve actually 
managed one male, and I don’t think he 
would say that it was different to how I 
managed the females. It was the very 
same way…” 
 
AFL5: “I think it’s the same. I never really 
differentiate. I think it’s the same. How I 
react or how I treat a male colleague or 
subordinate, it’s the same way I’ll treat a 
female.” 
 
AFL8 Indicated she had not experienced 
gender as impacting on how she is as a 
leader or how she is perceived. 
 
AFL9: “I don’t think so. I actually don’t 
think so. I think I have different 
conversations with them…, but I don’t 
know that how they experience me is any 
different. I don’t think so…  Yeah, and, of 
course, they’re different, so I have 
different conversations with them, 
because they’re different, and I know — 
what I understand about them, is that 
they respond to different things 
differently, and so I engage with them 
slightly differently on the things that I 
require them to do.”  
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AFL6: “I think they experience me the 
same, but, when it comes to issues that 
are more on a personal level, that 
obviously impact on the work 
environment, it is a little bit different for 
the females as compared to the males…  
females will have this thing of thinking 
that they probably know much more than 
you or they are better than you, even 
though they won’t say it in so many 
words.” 
 
AFL6: “It’s the whole sexual harassment, 
you know, that people think we can just 
get away with murder, you know, they 
can just try their luck, whether if you are 
a boss, whether it’s somebody reporting 
to you or your boss’s boss…. So, I’ve 
had very horrific experiences of that, 
where a person wants to get involved 
with you, he wants to sleep with you, for 
whatever reason, and then your whole 
life becomes a nightmare. If it’s a 
colleague, then nothing will get done. If 
it’s your boss, it’s going to frustrate you. 
So, as a female, my biggest frustration 
has always been that people will see the 
person first and the outer body first, and 
then they don’t — they are not really 
interested whether you can think or not. 
The most important thing at the front of 
their minds is to see whether they can 
sleep with you. I don’t want to generalise, 
but I’ve had, in my experience, but, as 
I’m saying to you, I found a way to deal 
with it, you know, and it’s still happening, 
even now, at the highest level.” 
 
AFL7 indicated that there is the 
possibility that different genders 
experience her leadership style 
differently. 
AFL10: “I don’t have that in my team, that 
you’re a male or you’re a female, so I 
must treat you differently... So, whether 
you’re male or female actually becomes 
irrelevant. It becomes irrelevant, 
because then we’re going to then be 
having conversations that, maybe I need 
to treat you in this certain manner 
because, maybe we want to say females 
are emotional. You know what?  And 
maybe males can take it, and then, I 
think, then, by saying that, we … are 
disadvantaging ourselves as female. We 
say we want to be seen like males, want 
to be, maybe, sometimes treated like 
males. We shouldn’t be. I believe 
females should be treated equally. Not 
like males. We’re not males. We’re 
females. So, we’re different people, but, 
in the work environment, we should all be 
treated the same because — and if I’m 
going to say all females are like this and 
females, so, I need to tread lightly. No, 
this is not a kindergarten. You know 
what?  We’re all adults here, and we’re 
here to work. So, I would treat them the 
same.” 
 
The differences in leadership perception based on gender were also split, with a slight 
skew towards gender not having an impact. Most participants were leaders in support 
areas, and their teams were largely comprised of males. Despite this gender dynamic 
in their teams, the perception of six of the individuals, namely AFL1, AFL4, AFL5, 
AFL8, and AFL10, was that they are treated the same by male and female 
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subordinates, and that their leadership style is experienced the same by male and 
female subordinates. Those who did treat individuals in their teams differently based 
on race and gender cited the following experiences and reasons: 
 
 AFL6: “African females, they tend to blur the lines, you know. They think, if you 
are nice to them, then you are personal friends, and then they sort of go beyond 
and expect some favours and always have excuses, and they expect you to 
understand because they are black, because you understand black people. You 
must go home and see their parents; their kids are sick; the boyfriend is there 
or in prison. So, there is that sort of familiarity that makes me very 
uncomfortable, because, when it comes to work, work comes first.” 
 AFL9: “I’m particularly observant or interested, and maybe get overly frustrated 
because I’m a female leader, and so maybe I’m a bit harder on my female staff, 
because I can appreciate the pressures that come with that, and so, perhaps, 
lean in more on them.  And I think it’s because I appreciate the environment is 
not easy for them, being a female leader and being a black female leader, to 
be honest. So, that influences how then I engage with, you know, certain 
members of my team, because I expect them to be really good because they 
have to be really good to succeed in their environment…” 
 
AFL6 elaborated on her experience with African males with whom the leadership 
dynamic did not work well. She said: “African males, sjoe, I think — not all of them are 
chauvinistic, but some of them, I’ve had very bad experiences with African males, to 
a point that I think twice. People resigned when they assumed the position of being a 
manager and they had to report to me. They just couldn’t accept that I was an African 
female. I don’t think it had anything to do with my character or anything like that, but I 
think just the whole idea that you are reporting to a woman, and interestingly, even 
now, I mean, we’re busy recruiting for a position, and one of my team members keeps 
on saying, ‘Oh, it’s fine if we get a male, as long as that person does not have a 
problem that you are a female.’  So, he keeps on saying this and, you know, eventually 
I said, ‘But, you know, why are you saying that?’, and he said to me, ‘Because us 
males tend to have a problem with that, you know, having to report to an African, to a 
woman.’  He didn’t state the race, but just saying to a woman, but I think, if you are an 
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African woman, it just makes it worse.” The following section discusses how these 
African female leaders went about developing their leadership competence. 
 
5.10.4.9. How they developed their leadership competence 
 
The personal steps taken to actively develop their leadership competence are 
explored below. The ways in which the individuals developed themselves falls under 
internal or personal mechanisms employed, and those that are external are where the 
individuals turned to external tools and measures to develop themselves.   
 
The historic context of South Africa seemingly creates further complexity and a need 
for African female leaders to focus on and ensure their competence, as articulated by 
AFL3: “I think, for African females, it’s more limiting, you know. I think there’s already 
— because of where we also come from in South Africa, there’s already that 
perception of you’re coming into this space incompetent, you know. So, we going to 
restrict you here until you prove your competence. Then we can start expanding, you 
know, unlike other races, where the basis of when they move into corporates, that is, 
you are competent unless — until you prove yourself otherwise, you know. So, there’s 
also those kinds of things.”  This means that African female leaders have a greater 
burden to prove they are competent. AFL3 further indicated: “You know what I always 
say?  For me, it’s, your work must be worth something. You can never do more than 
that. So, number one, which I’m also finding that it does exist, yes, there’ll always be 
race issues, there’ll always be all the other issues, it doesn’t matter, you know. You’ve 
got a job to do, you’ve got things to deliver, deliver. That’s it. That’s the only way you 
can prove yourself, you know.”  
 
AFL9 said: “Unfortunately, when you sit and you’re still, you know, one of two — one 
or two on your Exco who’s female and black, you kind of recognise that, ‘If I mess this 
up, it’s not — I’m not messing it up for myself. It takes a very mature organisation to 
isolate me from a population. So, when I mess up, I mess up for a whole lot of other 
people who could’ve had the chance to do this and don’t.’  So, that kind of responsibility 
continues, when you sit here and think, ‘I don’t want to do this’ and you think ‘I don’t 
show up properly it’s not an indictment on myself personally, it’s an indictment on black 
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people and it’s an indictment on females’, because, unfortunately, we’re still trying to 
prove ourselves, irrespective of what experience and what qualifications you have.” 
 
This burden to prove oneself in the context of preconceived perceptions and the 
historic context was articulated by AFL7 as follows: “It was not an easy journey. It was 
just — you had to — you needed to speak loud so that you can be heard. You had to 
work a hundred times harder to get — to be seen that you have what it takes. You had 
to throw away — throw your academic, so that people could realise that you’re good, 
whereas all of those were never questioned on the other. I may look at other 
colleagues, maybe around me, who are in the same level. Academics are not, you 
know, are not there, but, because of the system, has enabled them to lift — I know 
that I had to fight.”. This perspective provides a lens to the experience of having to 
seemingly surpass peers to be considered equally competent.  
 
From a formal competence development perspective, AFL1 noted developing herself 
academically first and then expanding her business acumen. She said: “From a 
business point of view, I have thrown myself in a whole lot of departments, trying to 
understand what is going on within the value chain. Because what I found is that, … 
it’s like maybe creating stumbling blocks if you want to move to a certain level and you 
don’t understand the other parts of the business, how they work. So, now, when you 
go to all different value chains and learn their environment, what they do. So, you can 
sort of, like, put the pieces of the puzzles together, and then you can, sort of, get an 
idea that, when you work in a certain project or whatever that you want to achieve, 
who do you need and what tools do you need. So, it helps one to shape, also, you’re 
thinking that, okay fine, in this particular space, this is what you need, and then, if you 
get stuck, who to contact, because, at times, if you don’t have that view when you get 
stuck, you don’t know which value chain that you need to go to or which button to 
press. So, you find that you’re wasting time, maybe going to the wrong places…  So, 
I find that understanding the business as a whole, it’s quite important, and understand 
your stakeholders and the dependencies that are there within the business.” 
 
AFL5, AFL6, and AFL7 cited attending leadership development programmes as 
having contributed to the development of their leadership style, with AFL6 planning to 
study further. From a personal mentorship perspective, AFL6 felt that males are more 
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supportive, stating: “It’s the males, which is very strange, that are very supportive in 
terms of career advancement, in terms of you assuming senior roles. But the females, 
it’s like they get to the top, they kick the ladder, you know. They don’t want competition. 
As soon as you achieve a little bit more senior roles, everything’s going to be done just 
to break your spirits … but the most hostility, in my experience, has always been from 
other females, and particularly African woman, and I don’t even understand why, 
where we should be more supportive of each other and we are not.” 
 
AFL7, AFL8, and AFL9 noted that the development of their leadership competence 
had been significantly influenced by coaches. AFL8 sought coaches at various points 
in her career. The benefit, she found, was having variety in the race, gender, and type 
of coach to suite the period and need in her personal career development.  
 
A certain type of African female leader is perceived to be more successful. This 
individual works hard to be successful. In this regard, AFL3 articulated: “…I think that 
type of an African female leader is one who acknowledges that they are African and 
they sometimes have to work and do things twice as harder than their counterparts, 
and secondly, it’s someone who — I don’t think if you are an African female you will 
go anywhere if you don’t — you are not confident, and if you are not knowledgeable, 
and if you can't tackle things head on, because, when you are in senior positions, I 
think, you must be very clear of your point of view. If you’ve got no backbone, I don’t 
think there’s a lot of growth that you can get.” 
 
The role of self-driven development can be quite influential. AFL4 indicated that she 
looks up to several different leaders in different industries who she finds inspiring. For 
her own development, she would read up on them and follow leadership trends. She 
said: “You can learn from them as well in terms of how they motivate and inspire 
people.”.  
 
The next section explores who these supportive individuals are in the careers of the 
African female leaders. 
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5.10.4.10. What support currently looks like  
 
The participants cited individuals who have both formally and informally served as 
support structures for them — a guide, sounding board, mentor, or coach who assisted 
their growth in their careers. The emergent trend from the descriptions of these 
individuals is that the support came either from a White man or a White woman. 
 
 AFL1: “…you find that it’s mainly male-dominated. And, right now, it’s only now 
that you’re starting to see more females coming into the industry. So, when I 
started, it was mainly males. You’ll find just females — it’s just a drop of 
chocolate in the cappuccino cup, if you know. So, it was mainly male, especially 
white.” 
 AFL1: “You’ll find more females on the supporting roles…  Therefore, you are 
finding females mentors, coaches, or people to learn from in client-facing roles 
tend to be extremely limited.” 
 AFL2: “I don’t know, but my mentor is white, you know. It’s a White female. I 
don’t know whether it’s my perception or it’s reality. I do find some of the black 
leaders very closed off to bringing, you know, other black leaders up. I don’t 
know if that makes sense…  Whether it’s through informal coaching or informal 
conversations or formalised environment, I’m just finding it, you know … I don’t 
know. I think it is, maybe some of them feel they also have not achieved what 
they want to achieve personally, and perhaps some of them feel they’re not at 
that place where they can comfortably mentor somebody.” 
 AFL3: “I’ve been supported by White males, funny enough…  There weren’t 
any. Remember, I'm the old stock. There weren’t a lot during my time, and, 
yeah, all the people who have given me an opportunity and who, after having 
given me an opportunity, have supported me to make sure I’m a success, were 
White males.” 
 
The reality, as articulated by AFL5, who did have the experience of an African female 
mentor in her organisation, is the scarcity of such individuals with the capability and 
capacity to do so: “…there are very few of those females. A lot of us were being 
mentored by the same individual in that environment…” 
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AFL9: “At the moment, I don’t have formal mentors and so forth, I just have people 
that I talk to on different things and about different things, and so that helps, because 
that helps to get perspective. So, some people are colleagues, I wouldn’t call them 
mentors, but just to share your perspective or to share experiences with other people 
has kind of helped in your own leadership and the things you need to do. So, they’re 
different — people of different levels of the organisation as well…  They’re able to tell 
you about you, but they also, because they at different levels of the bank or different 
parts of the bank, they’re able to give you a context that you didn’t have. So, that’s 
been very, very helpful for me. Where, in the past, I’ve had formal mentors that has 
helped, somebody who’s like a formal mentor that I’d meet on a regular basis, and 
they’ve been able to mentor me through different period of my life and different needs 
that I’ve had. That’s kind of helped.” 
 
In finding their own support structures outside the formal organisational structures, 
some of the African female leaders have through their networks formed support groups 
with other African female leaders. This is what they deem to be safe environments to 
show vulnerability and share in similar lived leadership experiences. AFL9 described 
her experience as follows: “So a friend of mine initiated it, but it consists of some of 
the most, you know, dynamic, most wonderful senior leaders around the country to be 
part of it. So, I’m fortunate around that, but females, black females, and it’s facilitated 
by one of the most, you know, most accomplished business leader, and so we get 
together once every two months and we are able to talk and stuff…  We in a WhatsApp 
group, and you’re just able to talk about, ‘Eish, what’s happening with you?  What are 
you stuck with?’ and, you know, either you talk in that circle or — and it’s wonderful, 
because, I think, as females and as black females, I think there is still that — I don’t 
know, we have a good balance between — let me see how I say this, there’s a lot of 
expectation around what you can deliver. So, there’s a lot of societal — a lot of 
organisational expectation around what you deliver, and because of that, vulnerability 
is very difficult to show. So, you don’t have a good balance of ‘When can I ask for help 
and when can I actually have?’ to ‘I actually have to know it’, and so, I think, 
sometimes, we miss — we mix up that balance of saying there are times when it’s 
okay to say, ‘Look, I don’t know. I need help.’  But then, I think, because of this 
expectation and this context, sometimes, you have to pretend you know when you 
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don’t.”  This theme is ultimately about the lack of safety or comfort felt as an African 
woman to admit that you don’t know — AFL9 indicated that “As a woman, then, you 
kind of, you know, as a black female leader, particularly, you don’t have safe spaces 
to go…” 
 
Having considered how African female leaders believe they are perceived and their 
views of their own leadership, as well as what influenced their leadership style and the 
support they received, the next section looks at what feedback they would give to 
organisations that would be of value in supporting African females. 
 
5.10.4.11. What support should look like: A guide for organisations  
 
AFL9 proposed that in order for African female leaders to be successful in a role, the 
organisation needs to put the necessary support in place: “If you put a person in a 
leadership position, then you must support them to be the best leader that they can 
possibly be, and so, what interventions do you then put in place to do that, and not 
rely solely on an individual, because, if that individual has a deficiency for themselves, 
in terms of the power they lead and coach people, then it’s not going to happen for the 
individual. So, I think there needs to be a much more deliberate effort to saying, ‘How 
do we support…?” 
 
A concerning trend identified was the lack of feedback these African female leaders 
received from their managers. AFL9 said: “…I got to my level, I hardly have any 
conversations about my development with my manager. It’s assumed that I’m here, so 
I will do it, so I don’t need anything anymore, which, I think is, yeah is just missing, you 
know, and I think what they don’t appreciate is you’d need different kinds of 
intervention and support at your level, so it’s not about technical skills.”. To provide 
sufficient and appropriate support, feedback and appropriate development is needed 
for this talent.  
 
For organisations to be effective in supporting African female leaders, AFL1 defined a 
process of identifying the appropriate talent, assessing the requisite strengths and 
areas of development, and then implementing the appropriate solution. This was 
articulated as follows: “Maybe they need to look firstly at the potential, because, 
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obviously, it’s not everybody that will go for leadership roles. Look at the potential, 
identify strengths of an individual and identify weaknesses as well. Because 
weaknesses, we also need to work on them while we’re working more on the strengths 
and find a way to fast-track them, so, through those weaknesses that are, there let’s 
find a way to fast-track them. It could be development, doesn’t necessarily mean its 
academics only. Development could be — there’s other forms of development; it could 
be job scheduling, job rotation, there’s a whole lot means that we can use, mentoring, 
coaching. There’s so many elements that we can use to develop the African female in 
leadership.” 
 
Most roles where there is greater representation are in support areas, as indicated by 
AFL2: “I think there is a perception that black female leaders are brilliant in support 
roles. I do not think that, you know, organisations recognise that, actually, female 
leaders can run, you know, businesses, you know. So, if I were to look at a 
development, it would be, for me, I would, in my ideal world, like to move the shift away 
from support roles, you know, to more, I don’t know what you call them, but just move 
away from support roles. I think it’s limiting. I think black females are capable of so 
much more than what we have now been boxed into.”  There seems to be a perception 
that support areas are ‘softer’, as indicated by AFL5: “It’s not that cutthroat, you know, 
fast-paced, I guess, because it’s more of a support function, and I’m not chasing 
targets. So, that’s where the difference is, but even the culture is slightly different, 
amazingly enough within the same organisation.” 
 
To enable African female leaders to flourish, the following mechanisms the 
organisations need to put in place were proposed: 
 
 On creating a safe space for African females, AFL2 said: “I’m finding that, 
generally, in Corporates, which may be right or wrong, there are already 
parameters of how far you can go as a black female, and there’s already a lot 
of hierarchy around the black female. So, for me, it is to allow the black female 
space to be. Remove the parameters. Yes, you know you have to operate within 
certain laws, regulations of, you know, rules of the company. That I understand, 
but just don’t restrict the person. I just find the environments in corporates very 
restricted, and you can see, I mean, you can see with the younger black females 
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coming up, they are becoming extremely frustrated, you know, unlike us who 
are the older generation. For us, because we sort of grew up in this 
environment, you can push the boundaries, but you know how far you can go, 
but with the younger generation, I’m finding a lot of frustration, you know, and, 
I mean, I think you can see that with a lot of black, young black females moving 
out of corporates into entrepreneurship because there’s just so much limitation 
on them.” 
 AFL5, on creating a culture of support for individuals, said: “There must be that 
support for the individual, especially from the line manager. If, for example, that 
individual is there and it’s a male-dominated environment, you know, I think, as 
an organisation, people need to be aware, you know, us females, we’ve got 
other — I don’t say the males don’t have responsibilities, but there’s more that 
we tend to carry, you know, from a family perspective and that sort of a thing…  
It's that support and people being aware that, yes, there’s work, as long as I’m 
doing my work and I take my work seriously, and I deliver. Everything else 
shouldn’t be — don’t stress the small things, if you know what I mean. And, if 
they give, especially black females or any female that support in the work 
environment, and it also speaks to the culture of an organisation. It’s very 
important. You will get fellow employees who say to you, ‘I don’t care if it’s a 
cutthroat environment. I’m fine with it’, but the majority of us is, you want that 
sort of environment, it’s important... But it’s having that awareness, having the 
empathy to say, ‘Look, this person is a professional, yes, but, at the same time, 
this person is a mother, you know, and that sort of things. I think, if some of the 
corporate environments would have more of that understanding, but, I guess 
it’s not going to be there, because its male-dominated, you know. There are 
exceptional females, and they would say, ‘Ja, but she’s just as difficult, you 
know.’  But, generally, I think, to retain females in the corporate environment, 
to develop them, support them and be aware, you know, be sensitive to certain 
issues.” 
 AFL8, on utilise coaching as a tool, remarked: “The more one understands 
themselves, the better they are equipped to be better leaders. And so, I just find 
that, with African females in the environment that we’re in, you can easily be, 
you can misread information. You know the onset rules and you start forming 
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your own story, and if you don’t have a coach by your side that just helps you…  
This coaching shouldn’t be reserved just for when females enter leadership 
roles, but throughout their working careers. I was fortunate to start in an 
environment that, from the get-go, they give you what they call a counsellor…  
So, I think, at all levels, at the same time, because I tried it with my team…  I 
think, if the bank starts hiring even junior management, just expose them and 
give them the option, to say, ‘You know what?  Would you like to see a coach?’ 
and they can go the first session, and they go like, ‘No, that’s not for me, I’m 
not interested.’  Because you do get that, especially when you’re transitioning 
in or out or within, where we have our own biases, and being a female leader 
is always at the back of my mind. And so, whether someone didn’t do their work, 
you’re tempted now to say, ‘Is it because I’m female, is it because I’m black?’  
So, you need that sounding board that will help you re-write some of the stories 
that you wired in your head, and give you the tools to be more confident, have 
difficult discussions when you’re new in an environment — how do I tell them 
that, ‘You know what?  It is my way. Here I am going to plan with you or you 
walk out of the door.’  Be confident to start having such, and if you don’t have 
— some are naturally confident, but, I mean, I would highly say that 
organisation should just make it available, and then it’s up to the individual to 
say, ‘No, I’m not that type, I’m fine.” 
 
 AFL9 echoed the need for coaching offered by the organisation to females at 
all levels as a valuable tool: “They don’t offer that; they don’t offer coaching. For 
instance, I think myself and my colleagues could value coaching. It doesn’t 
mean I have to go to Harvard, but that’s all they offer, they offer these Harvard 
AMP programmes, and only if you’re on some talent pipeline. If you’re not, then 
it’s not going to happen for you any time soon. Which, I think, is just, yeah, it’s 
very unfortunate and very limited.” 
 AFL10 suggested positioning other African female leaders as mentors and 
coaches: “They should be used as mentors, as coach, and they should look at 
the next levels coming up, and say, ‘Okay, fine, these are the people that have 
been in the organisation for quite a long time. Okay, we’re asking you now to 
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give back, and we’re asking you to mentor and coach other people in the 
organisation…’” 
 AFL10 suggested creating a place that is accepting of vulnerability: “It’s okay 
to say, ‘I don’t know.’  Being vulnerable and saying, ‘I don’t know’ is actually a 
good strength, it’s not a weakness to say, ‘I don’t know’ and ask from those that 
have come before you and those that know.” 
 
Creating categories and labels can also be seen to be limiting. AFL4 remarked, “…for 
African leaders, I think, … the starting point is — I think the labels also — labelling 
people puts them in a particular bracket…  They must remove the label. I know that, 
you know, the label, at times we tend to hide, not hide, to use it to protect ourselves, 
but I think then it starts to create a particular perception about those leaders. So, if we 
remove that and just look at the person and look for their qualities, instead of saying 
and defining them and categorising them as African female leaders, you know.” 
 
Supporting structures should be established within the organisation in order to enable 
African female leaders to be successful, as even the most qualified candidate needs 
support. AFL6 said: “When we get appointed to the role, you are accepted here on all 
the qualifications, which is fine, that is not a problem. But once we are in the role, we 
don’t get support, but when you look at White females and other Indian females and 
all of that, they get a lot of support — mentoring and coaching and all of that…  You 
need to have — they need protection, you need to have focus in order to advance 
them, because if you just appoint them and then once you are done we kick off on our 
employment equity target that we’ve achieved, but next year, within three years, those 
females are leaving. They don’t get the necessary support.”  What was suggested by 
AFL6 as potential way to provide support was: “So, if we can have a way, whether 
through the females’ forum, I don’t know why, where females can come and talk to 
each other about what you are going through, and talking is not enough…  That 
particular forum or group or whatever it is must be given the power to intervene, you 
know, so that certain changes can be made, because we can howl and make noise, 
but if they go back, we still can't do anything, then what’s the point?  So, there has to 
be a structure that will have the power to intervene and say, ‘What you are doing is 
not right. This is how it should be done’, and they have to monitor it.” 
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The level of confidence the individual has is critical, as indicated by AFL3: “I think, one, 
for those who lack on the confidence or assertiveness side, if they could come up 
either with mentors or coaches for that, and, secondly, I think, by their very natures, 
African females always want to take the back seat in any discussion or … anything 
that is happening within the organisation. I think, if we can get leaders who show faith 
in an African female and they groom them, you will see them progress much quicker 
than any other species in the group. It could be because of our culture, it could be 
because you come into an environment where you feel that there are very few of you 
than all the other people, that you feel that you are the minority and therefore you 
should keep quiet. So, when you give an African female an opportunity and you 
support, and you show them that you’ve got belief in them, they flourish, but if you just 
give them a position and you leave them there, the chances of them not growing are 
very high.” 
  
Also described by AFL6 was that, often, support is needed for females who are not in 
senior management roles but have the potential to be. Currently, the focus seems to 
be on developing the same group of males. This requires a shift in how organisations 
view females’ development, to one where “…we start with the little things, you know, 
and we don’t always focus on the females that have already made it, that have already 
climbed up three steps on the ladder. We start with the ones that are coming in and 
then we groom them, so that, you know, they grow with the organisation…  We need 
to also involve them at, you know, get involved with them at that age, from the moment 
they are joining the organisation you need to create that conducive, protected 
environment for them to be able to grow, to be able to develop, and I think that could 
work as part of the retention strategy.” 
 
AFL7 provided advice for organisations on female leaders at large, and not just African 
female leaders, by saying: “The numbers are not growing as we would want them to 
grow, and, you know, one of the things that I’m doing now is that I have associated 
myself with more of the support…  I’m meeting females that I’ve never met before who 
are in senior leadership somewhere in their space. Highly educated than I am. 
Lawyers … diverse group of males, to hear each other, kind of thing, and to hear 
different opinions about that, and bringing it here, and I did it deliberately, because 
we’re hoping — or maybe hoping the females’ forum is going to pick that up, and to 
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actually say, ‘This is the time.’  We are engaging more with females. The more we get 
opportunities at a senior level to engage with the upcoming females to share our 
journeys, and it’s by saying, ‘Don’t be like me. This is how I failed. You’re not going to 
do the very same thing, or when you are — the arrogance, you’ve got to humble 
yourself, as you want to rise,’ and by so doing, it’s about pulling them. And also, we 
speak about things that matter about females, whether it’s money, how to manage 
their finances, how to build their careers. By so doing, I may not have one-on-one 
mentorship. we are doing the group kind of a mentorship to — so that one or five of 
the people will get it and run with it.” 
 
AFL7: “While you’re still in the journey and you are in-between, you haven’t got there, 
what are the things that they need to do to support themselves to rise and to learn to 
speak up, to navigate their lives differently and get empowered. Empowered is not 
about getting into higher position. It is about things that we’ve got to know that matter 
about ourselves, as females, and be very much knowledgeable as best we can, 
because those are the things that have maybe, call it the barriers of every woman to 
enter, because we believe that we’re not as competent as males, and we actually 
continuously fight those barriers.” 
 
Where development such as coaching wasn’t forthcoming from the organisations the 
individuals paid for their own development. The common theme was the importance 
of such practical tools, as well as networking to share knowledge and experiences. As 
identified by AFL10, the knowledge learnt in school does not necessarily prepare one 
for a leadership role.  
  
From what organisation can do to support African female leaders, the view in the next 
section shifts to how the participants themselves have supported other African 
females. 
 
5.10.4.12. Supporting other African females 
  
The common feedback was, although important to them, most interviewees had limited 
exposure to helping in the development of other African females. Those who did were 
able to do so only for subordinates in their immediate teams. Participants AFL1, AFL3, 
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AFL6, AFL8, and AFL10 had all developed people in their teams who have gone on 
to be successful, even when they were no longer working together. Some contributed 
internally, and others contributed to other organisations within the financial services 
industry. AFL3 described her involvement as follows: “I think, with the ones that I’ve 
worked with, either working directly under me or who I have worked with in other 
organisations, but they were junior employees who looked up to me as a senior leader, 
I think I’ve given guidance in terms of, be sure of who you are, be clear, have direction 
and deliver. So, all those that I’ve worked with, that I have, sort of, formally or informally 
mentored have flourished.”  AFL5 was able to offer development to graduates within 
her organisation.  
 
AFL2 and AFL10 indicated that their support and development of other African females 
extended beyond those who reported directly to them, to the wider community. 
Similarly, AFL4 contributed to her community. She said: “In my personal capacity, I 
get, like, requests from people in the community”, and, based on these requests, she 
can influence and contribute. However, she does acknowledge that she believes she 
needs to do more. AFL9 had mentored young African females and was also involved 
with external organisations and programmes aimed at black females’ development 
and empowerment.  
 
AFL7 exposed herself to situations where she was able to facilitate meaningful 
conversations with African females needing guidance. She articulated this as follows: 
“We need to start now having those conversations, and me, going into that, we lead.  
I think I did it deliberately, because I needed to know how to be a better facilitator of 
such when it becomes effective, so that I will be able to talk to … facilitate those 
conversations. Not to make it a kind of a bitchy session, but it’s more about, this is 
how we are experiencing things. In experiencing those things, you don’t moan and 
groan about that, feel sorry for yourself. It’s what do you do to get yourself out of that 
situation to positive. I think it’s all that I’m learning that I could be able to facilitate that 
conversation.” 
 
During the interviews with the African female leaders, certain metaphors emerged in 
their language and descriptions. The following section unpacks these metaphors.  
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5.10.5. Emergent metaphors 
 
During the discussion, several metaphors emerged as descriptors of the African 
female leaders’ leadership styles and experiences. These metaphors vary and 
emerged at different points in the discussion; however, they provide a lens on the 
experiences they had. The metaphors allow for the application of a word or phrase to 
their experiences, providing a different way of seeing and explaining their experiences, 
thus framing the context and experience.  
 
Table 5.70 Metaphors of leadership 
Metaphor  Descriptor 
Being in the 
trenches  
AFL1: “You find that you need to get your hands dirty. You need to 
be down there in the trenches, be in the veld. It’s where you need 
to roll up your sleeves and get dirty, and it’s not a time and a place 
to be in a balcony and watch. It’s not there yet.” 
It’s just a drop of 
chocolate in the 
cappuccino cup  
AFL1: Indicating the historical representation of African female 
leaders in industry  
Mothering  AFL6: “Overextending myself and not understanding what is — 
because you tend to take over people’s roles.” 
Task master AFL8: “I’m a task master, but I like people working towards a 
certain goal.” 
Pull on your big 
panties 
AFL9: Have much tougher conversations than your preference in a 
manner you don’t think necessary however needed for the 
environment   
Come across as a 
dragon 
AFL9: Where you’ve had to be tougher than you naturally are, to get 
people to sit up and pay attention. 
Like kindergarten AFL10: “…we’re all adults here, and we’re here to work. So, I would 
treat them the same.” 
 
The metaphors identified were not necessarily shared by multiple participants, nor 
were they tested across the group; however, they do provide a view of the images that 
came to mind in describing their perceptions of their leadership experiences. There 
was a considerable task focus, and they had to be resilient and work differently under 
challenging situations. This concludes the analysis of the qualitative data. The next 
section provides a summary and overview in conclusion of this chapter.  
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5.11. Summary   
 
This chapter reported the outcomes of the analysis of the quantitative and qualitative 
processes of the research. The data were collected through quantitative surveys and 
qualitative interviews, in order to provide a holistic perspective.  
 
The quantitative data from the surveys were analysed for significance and 
comparisons of the respondents’ ratings of African female leaders, females, 
successful middle managers, and males respectively. Results of the quantitative data 
analysis were presented using frequency tables; the data were analysed by calculating 
means and standard deviations and conducting ANOVA. The qualitative interviews 
provided a lens on how African female leaders are perceived from the view of African 
female leaders themselves, subordinates of African female leaders, peers of African 
female leaders, and managers of African female leaders. This holistic consideration 
provided a basis to understand the dynamics at play for organisations to consider in 
how they provide and enhance supporting structures. The qualitative data were 
analysed using thematic analysis of the transcribed interviews. The following chapter 
provides a discussion of the research findings.       
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CHAPTER 6:  Discussion of Findings   
6.1. Introduction     
 
The main objective of this chapter is to discuss findings from the data analysis, which 
was presented in the preceding chapter, and to corroborate it with the relevant 
literature. The chapter reviews the results against the study’s objectives, and the 
primary objective was to explore perceptions held by the financial services industry 
about African female leaders, as well as the impact these perceptions have on these 
females. In addition, secondary objectives of the study were:   
 
 To understand how African female leaders from the financial services industry 
are perceived by their subordinates, peers and managers; 
 To identify how African female leaders within the financial services industry 
perceive themselves, as well as think they are perceived by others; 
 To establish if the way in which African female leaders in the financial services 
industry think they are perceived by others influences their leadership style; and   
 To determine if there is any significant difference in respondents’ perceptions 
of African female leaders, females, successful middle managers and males in 
the financial services industry in terms of negative and positive leadership 
characteristics.    
 
To understand perceptions of African female leaders, several leadership 
characteristics were considered, as well as in-depth insight from participant interviews. 
To respond to the research objectives, the insights that were obtained from the data 
analysis are expanded upon and discussed in this chapter, and they include 
respondents’ demographic data, their SDI perspectives of leadership, insights from 
African female leaders’ subordinates, their peers, managers and them themselves. 
Following the discussion of findings, the limitations of the study are highlighted and 
suggestions for future research are made to end the chapter. The discussion below 
begins with a review of the demographic data.  
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6.2. Demographic data   
 
This section discusses the demographic results that were obtained from the study. 
The respondent group that formed the basis of the quantitative study comprised of 415 
people who completed questionnaires; 90% of them were completed online, and 10% 
completed the questionnaire manually. The gender composition of the sample was 
largely female, namely 60.2%, and a total of 39.8% males. At face value, this 
skewness towards more female respondents may bring into question the impact that 
this may or may not have had on the results. According to Stats SA (2017), females 
constitute 51% of the South African population and 44% of the workforce; however, 
herein we have a higher representation of females, indicating that they had a greater 
interest in sharing their perceptions than that, which equates to their ratios of 
representation.  
 
In expanding on the impact of gender, the researcher considered the gender 
representation within each of the groups that were surveyed, which showed that there 
was closer alignment in the respondents’ gender between those who rated African 
female leaders’ characteristics and those who rated females’ characteristics. In terms 
of those who rated African female leaders’ characteristics, 57.4% of the respondents 
were female and 42.6% were male; while those who rated females’, characteristics 
comprised 59.6% female respondents and 40.4% male respondents. This differs in 
comparison to those respondents that rated the characteristics of successful middle 
managers and males. In this respect, 60.2% were female respondents, and 39.8% 
were male respondents; and those who rated males’ characteristics comprised 63.9% 
female respondents and 36.1% male respondents, which indicates a significant 
skewness towards female respondents. In considering the extent to which the above 
categories of respondents contributed to the overall study, there seems to be some 
balance with the highest percentage respondents being attributed to those who rated 
the characteristics of successful middle managers at 29.6%, followed by those who 
rated the characteristics of African female leaders at 24.3%, those who rated the 
characteristics of males at 23.4% and, lastly, those who rated the characteristics of 
females at 22.7%.  
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Overall, the gender representation, which was marginally in favour of higher responses 
from females, indicates that the perspectives that were shared have a bias towards 
the experiences of females within the financial services industry. This somewhat aligns 
with the gender representation within the workplace; however, even in this regard the 
respondents comprised a higher proportion of females that contributed.   
 
In relation to age, most of the respondents, namely 38.7%, were between the ages of 
31 – 40, followed by 26.2% between the ages of 41–50, and 22.3% who were between 
the age of 21–30; the latter may be considered to be of those who are in the early 
stages of their career. A mere 12.8% of the respondents were 50 years and older, who 
may be considered to be those who are in the late stages of their careers, and this is 
understandable, considering that most organisations have their retirement age at 
around 60. The age representation then indicates a small portion of individuals in the 
young category and in the older category, with the balance being what can be defined 
as middle aged.  
 
From a race group perspective, 75.2% of the respondents were people of colour, 
comprising 44.4% African, 17.9% Coloured and 12.8% Indian/Asian, while 24.8% were 
Whites. In terms of language, 41.1% of the respondents indicated that English is their 
first language; this was the most dominant language, with Afrikaans being a distant 
second at 16.5%, and Zulu third at 13.5%. The other languages, namely Tswana, 
Sotho, Pedi, Xhosa and a generic other category, were all below 10% each, while their 
combination of respondents totalled 28.6%.  
 
In terms of their marital status, 51.2% were married, 39.7% were single, 5.4% were 
divorced and 3.7% co-habited. The overall group was educated: a mere 1.4% 
indicated Grade 11 or lower as their highest level of education; 28% indicated Grade 
12 as their highest qualification; 35.5% had a post-matric diploma or certificate; 16.9% 
had a bachelor’s degree; and 17.1% had a post-graduate degree. This reflects that 
those who work in the financial services industry will have some formal level of 
education, as well as the required skills and expertise befitting of the financial services 
industry, which is predominantly professional in nature (Fasset, 2009). This 
respondents’ respective profiles confirmed this.  
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Respondents’ work experience was categorised according to the number of years that 
they had worked in the industry under study. A total of 60.8% had been working for 15 
years and more, and were considered to have extensive experience, while 25.4% had 
an average career tenure of 5-10 years, and 13.8% had between 0 – 5 years of work 
experience, hence in the early stages of their career. Among the respondents, 99.3% 
were permanently employed, and a mere 0.7% were fixed term contractors. 
 
In considering the aspect of leadership, 58.3%, which was the largest group, had no 
subordinates themselves, hence were regarded as non-leaders. Another 10.6% 
considered themselves to be specialists and could be combined with the former group, 
resulting in a total of 68.9% of the respondents not holding leadership positions. A total 
of 3% were managers of multiple functions, while 4% were managers of a specific 
function and 4.4% were managers of managers. Thus, in total, 11.4% belonged to this 
leadership category, requiring them to manage complex issues in organisations. A 
total of 19.8% of the respondents classified themselves as being managers of others.  
Amongst the managers, 68.6% had managed people for 0-5 years, 15.9% for 5-10 
years, and 7.5% for 10-15 years. However, a mere 8.1% had what may be considered 
to be a significant amount of experience, ranging from 15-35 years of managing 
people.  
 
To give an indication of the number of years of occupying a role at middle or senior 
management, 67% of the respondents, representing a majority, have occupied a role 
at middle or senior management for 0-5 years, which indicates that they have not been 
managers for a significant part of their careers. However, 16.8% had spent 5-10 years 
in middle or senior management, and 6.9% of respondents were had held these 
positions for 10-15 years, indicating a considerable amount of time operating at a 
management level. The balance of 9.3% of the respondents were in either middle or 
senior management positions, which ranged from 15-35 years. In terms of the size of 
the teams that they managed during their tenure, the majority had managed small 
teams, with 83.8% stating that they had managed 0-10 people, followed by a distant 
12.3%, who had managed 11-50 people. A meagre 3.9% had managed staff 
compliments of about 51-500 people, which can be deemed to be a large leadership 
role. Overall, respondents’ management experience indicated that they were mostly 
within middle to senior management, and had not managed others, resulting in them 
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having limited experience in managing others, namely 0-5 years of experience in this 
regard.  
 
The final component was to find out if respondents had experienced having a female 
leader or direct line manager. The results indicated that 54.2% of the respondents 
have had 1-3 female line managers during their careers, while 20.1% said that they 
had had 4-6, and 6.2% had had 7 and more. This is not surprising considering the 
limited representation of females in leadership roles, as reflected in the year-on-year 
slow growth in representation (BWASA, 2017). A total of 19.5% of the respondents 
had never had the experience of being led by a female line manager. As mentioned 
earlier, this is also not surprising considering the limited representation of females 
within the leadership echelon. Having discussed the demographic information, the 
focus now shifts to a discussion of perceptions that peers, managers and subordinates 
have of female African leaders in the financial services industry.    
 
6.3. Perceptions of African female leaders in the financial services industry 
by their peers, managers and subordinates  
 
Perceptions of African female leaders were measured by using results from the 
participants’ SDI feedback in respect of females, successful middle managers and 
males, as well as feedback from the interviews with subordinates, hereafter referred 
to as S, while peers are referred to as P, managers of African female leaders denoted 
as M, and African female leaders themselves as AFL. The discussion of findings 
triangulates all the feedback and locates it within existing literature to create meaning 
and understanding.  
 
The respondents’ ratings of African female leaders formed the grounding on which the 
results are discussed. In rating African female leaders against the 92 items of the SDI, 
13 items were categorised as negative and, therefore, not characteristic of African 
female leaders, as they had a mean score of below three, which is below average 
within a five-point Likert scale. Furthermore, 79 items were categorised as positive 
and, therefore, characteristic of African female leaders as they had a mean score of 
greater than three, which is above average. The characteristics within the scale were 
quite considerable. Therefore, to enhance the analysis, a factor analysis was 
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conducted to reduce the dimensions to a manageable level to give more clarity to the 
feedback. The results are discussed below, beginning with the negative and 
uncharacteristic factors.  
 
6.3.1. Factors uncharacteristic of African female leaders 
 
Through the factor analysis process applied to the negative group of factors 
uncharacteristic to African female leaders, four items were deleted owing to low factor 
loadings, which showed that they did not measure what they intended to measure, 
leaving nine characteristics that emerged as two factors. The means that the 
characteristics in these two factors were all below three. In considering the attributes 
under these factors, and respondents’ perceptions of characteristic and 
uncharacteristic behaviours of African female leaders, possible reasons are explained 
for those in the neutral category in the event of high neutrality, where applicable. The 
following figure provides a pictorial view of the uncharacteristic factors.  
 
Figure 6.1 Factors that are uncharacteristic of African female leaders 
 
 
Source: Author’s fieldwork 
 
Destructive
Characteristics
•Devious
•Vulgar
•Aggressive
•Deceitful
•Bitter 
•Selfish
Withdrawal
Characteristics
•Shy
•Nervous
•Demure
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6.3.1.1. Perceptions of African female leaders in relation to destructive 
characteristics 
 
The first factor that was identified relates to destructive characteristics. This refers to 
behaviours that may have the ability to be harmful. In relation to the characteristics 
under this factor, respondents indicated that African female leaders are not naturally 
devious, vulgar, aggressive, deceitful, bitter or selfish in their leadership approach, as 
reflected by the low mean scores.  
 
The perception of African female leaders being vulgar had the lowest mean score of 
2.30. A total of 53% of the respondents stated that vulgarity was uncharacteristic of 
African female leaders in comparison to 17% who said that it was characteristic of 
African female leaders, indicating that being vulgar is less descriptive of African female 
leaders. Conversely, devious received a mean score of 2.80, as 34.6% of the 
respondents claimed that being devious was uncharacteristic of African female 
leaders, compared to 24.7% who believed that it was. Although this was the highest 
in the group it was still considered to be a low mean score, hence indicating that 
African female leaders are not generally perceived to display this characteristic. 
 
Aggressiveness also had a low mean score of 2.72. A total of 40.6% of the 
respondents considered aggressiveness to be as uncharacteristic of African female 
leaders, compared to 31.7% who stated that it was characteristic of them. African 
female leaders’ peers contradicted this, since they opined that African female leaders 
are sometimes aggressive and tough in their leadership approach. In this respect, P1 
stated: “…don’t know, is it because of females’ nature, I’m not sure if I know females 
very well, because when you see them, they seem nice, cute, gentle – but when you 
see them interacting and performing in their role, you see that aggression that you 
wouldn’t expect from a very fragile person, you know.” This statement was 
corroborated by P3, who sat that “…they’re quite tough...You know, it’s kind of like I’ve 
got to be tough, I’ve got to prove myself, I’ve got to keep on proving myself. And it’s a 
little bit I suppose like I don’t know if it’s Black females or if it’s just females often at a 
senior level they get quite male-like sometimes in there, because that’s the 
environment, so you’ve got to start acting tough. So, I find them to be quite tough 
sometimes.” Rosette and Washington (2012) profess that females in leadership 
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positions experience repercussions in reaction to their display of agentic behaviour 
such as assertiveness, dominance, competitiveness and other related traits that 
comprise leadership demands. This backlash that they experience results from these 
characteristics not being considered to be appropriate for their gender role. The above 
descriptor by P1 confirms this. As a characteristic, aggressiveness is not expected of 
African female leaders. Thus, the consequence is that although they are potentially 
equally as aggressive as their male counterparts, they are mostly perceived to be over 
aggressive, since aggressiveness is not something that is ascribed to their gender role. 
Rosette and Livingston (2012) describe this challenge that female leaders face, unlike 
their male counterparts, as having to develop the ability to display emotions that are 
agentic and even display similar agentic behaviour, whilst they do not receive 
judgement for it. The perceptions that some participants shared about African female 
leaders acting aggressively, supports the above claim.  
 
In reviewing the intersectional effects for Black females and the stereotypes 
associated with them, the main stereotype credited to Black females is that of them 
being described in terms of dominance and anger (Rosette, Koval, Ma, and Livingston, 
2016), which the above peer perspectives affirm. This aggression was considered to 
also be displayed against other females of colour, as articulated by P5: “You also find 
that they are quite aggressive against (towards) other females being (whether) Black 
females or other females of Colour or even White females in their team.” This 
aggression towards other females confirms the Pull Her Down (PHD) syndrome and 
Queen Bee syndrome, which articulates that successful females do not want to 
develop other females or assist in the advancement of other females (Hofmeyr and 
Mzobe, 2012, Ellemers et al., 2004). This hence preserves their success as being a 
part of a limited number of African female leaders.  
 
An additional characteristic identified by African female leaders’ peers was that they 
are hard drivers. This view added an element of hardness to their leadership approach, 
and P2 described it thus: “…very hard woman, there was nothing soft about her. So, 
she drove extremely hard and that was her style. And she was technically extremely 
competent. So, she brought a massive focus on (to) delivery, she brought a massive 
focus on (to) output, but she was a very bad people manager.” P2 further added: “She 
was extremely hard; she probably still is… She worked incredible hours and I suppose 
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driven more than most men I’ve ever met...certainly the two that we deal with, are very 
hard workers. This experience was shared by P3 who stated: “So I would say the 
first…I’d say they’re very driven.” P3 further elaborated on this by saying the following: 
“And the little bit I’ve seen is that there’s some people that are very driven and 
sometimes can be seen as quite hard. It’s hard when it comes to tasks I think, and 
hard when it comes to deliverables in our camp, because I want to be taken serious 
and don’t ever think that I’m something (a) token or I’m whatever.” Hence, African 
female leaders themselves articulate being task and delivery focussed, as they believe 
that they are accountable, get things done, work towards goals and achieving targets.  
 
In comparing African female leaders with other groups regarding this characteristic, 
the tested hypothesis revealed that there is a significant difference in respondents’ 
perceptions of African female leaders, successful middle managers, and females and 
males in the financial services industry in terms of destructive characteristics. These 
differences can be noticed from the mean scores of the various groupings. For 
instance, African female leaders (2.59   0.91) and successful middle managers (2.04 
   0.96) were both perceived to not display destructive characteristics, as the mean 
score for both were below three. Notably, the mean scores show that successful 
middle managers were more likely to avoid destructive characteristics than African 
female leaders. There was a difference in respondents’ perceptions of African female 
leaders and males (3.07    0.75), since African female leaders were not considered to 
display destructive characteristics, while males were, as their mean score for 
destructive characteristic was above three. In other words, males, as opposed to 
African female leaders, were perceived to display destructive characteristics. In fact, 
males were perceived to be vulgar, with a mean of 3.22, and aggressive, with a mean 
of 3.57, which support the stereotypical view about males and the common perception 
of them being aggressive (Hotlzen, 2011, Dennis and Kunkel, 2004).  
 
What was interesting from the current findings was that, in the interviews with peers, 
they seemed to perceive African female leaders to be on par with males when it came 
to aggression, as indicated by P3: “So I think that they’re as tough as the men…” The 
characteristic with the highest mean for males was aggressiveness at a mean of 3.57, 
which indicated that males are perceived to be highly aggressive. Similar to successful 
middle managers and African female leaders, females (2.82   0.82) do not display 
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destructive characteristics like males do. African female leaders are perceived to avoid 
destructive characteristics even more so than females owing to their mean score being 
lower than that of females.  Thus, African female leaders, successful middle managers 
and females were not considered to display destructive characteristics. Males alone 
were considered to display destructive characteristics. Females also had a mean 
score of below three, and was hence not considered to display destructive 
characteristics, overall. However, the highest mean for females was the devious 
characteristic at a mean score of 3.10, and it was the only characteristic above three 
in this factor for females. Therefore, females were the only group that were perceived 
to be devious. This brings into question deviousness as a stand-alone characteristic, 
which perhaps aligns to the view that females who are successful in a male gender 
stereotyped environment are judged more harshly, and are ascribed descriptors such 
as manipulative, selfish and abrasive (Holtzen, 2011).   
 
The characteristic with the lowest mean score that African female leaders and females 
shared was being vulgar, which was reflected by a low mean score of 2.30 for African 
female leaders and 2.33 for females, which shows that both entities are not perceived 
to be ill-mannered or rude. This finding seems to support the gender expectations of 
females who are seemingly expected to be nice (Holtzen, 2011). The eta square of 
0.21 is a sign that the differences between the four groups is of large effect. The next 
section discusses the perceptions of African female leader in relation to withdrawal 
characteristics. 
 
6.3.1.2. Perceptions of African female leaders in relation to withdrawal 
characteristics 
 
The second and final factor under the negative characteristics is withdrawal 
characteristics, which refer to potentially protective behaviours that may foster 
avoidance, or make African female leaders withdraw. In relation to these 
characteristics, respondents indicated close views in terms of whether African female 
leaders were perceived to be shy, nervous and demure in their leadership approach, 
which was indicated by the low mean scores.  
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Perceptions of African female leaders being shy received the lowest mean score of 
2.78, as 37% of the respondents considered shyness to be uncharacteristic of African 
female leaders, as opposed to 29% who considered shyness to be a characteristic of 
African female leaders, which indicates that this is least descriptive of them. This was 
followed by nervous with a low mean of 2.94, as 33% of the respondents considered 
being demure to be uncharacteristic of African female leaders, compared to 29% who 
thought that it was characteristic of African female leaders. Being demure received a 
low mean score of 2.97, while 24% of the respondents attested that being demure was 
uncharacteristic of African female leaders, compared to 25% who thought that it was 
characteristic of African female leaders. A significant number of respondents, namely 
51%, assumed a neutral position in this regard. This must have affected the mean 
value. However, it can be argued that respondents’ views of this characteristic were 
quite polarising. This supports earlier assertions that African female leaders are 
considered to be tough, whilst having the ability to exhibit aggression.  
 
In comparing African female leaders with other groups in respect of this characteristic, 
the tested hypothesis reveals that there are significant differences in respondents’ 
perceptions of African female leaders, females, successful middle managers and 
males in the financial services industry in terms of withdrawal characteristics. The 
differences can be noticed from the mean scores of the various groups. For instance, 
African female leaders (2.90    0.83) and successful middle managers (2.50    0.90) 
with mean scores of below three were both not perceived to display withdrawal 
characteristics. Notably, successful middle managers were perceived to avoid them 
more so than African female leaders. Like African female leaders and successful 
middle managers, males (2.88   0.80) do not display withdrawal characteristics as 
females do (3.16    0.78). Further to this, the mean values show that males seem to 
avoid withdrawal characteristics more so than African female leaders.  
 
The females group is notably the only group that were perceived to display withdrawal 
characteristics. African female leaders, successful middle managers and the male 
groups were all perceived to not display withdrawal characteristics, namely being shy, 
nervous and demure, as reflected in their mean scores, which were below three. This 
is quite different to how respondents perceived females, in general, as females were 
the stand-alone under this factor, as they were perceived to display all three 
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withdrawal characteristics of being shy, nervous and demure. This implies that African 
female leaders are capable of distinguishing themselves from characteristics, which 
are associated with females, in general, and exhibit behaviours that are more aligned 
to successful middle managers and males. Perhaps this is closely in line with the 
‘invisible’ effect that Biernat and Sesko (2013) describe, which indicates that Black 
females and, indeed, African female leaders within the context of the current study, 
are excluded from typical race and gender stereotype effects, and hence do not exhibit 
all the characteristics, which are attributed to females, in general. This affords African 
female leaders a different type of prejudice, but it protects them, since Black females 
have different expectations than White females and African males in terms of being 
dominant. Thus, it is more acceptable for them to display leadership behaviour that is 
dominant (Biernat and Sesko, 2013), with Black females being perceived as dominant 
and strong (Rosette et al., 2016). The eta square of 0.08 is a sign that the differences 
between the four groups is of moderate effect. Having considered the negative and 
uncharacteristic factors, the following section discusses the positive and characteristic 
factors of African female leaders.  
 
6.3.2. Factors characteristic of African female leaders  
 
Through the factor analysis process applied to the positive group or factors 
characteristic of African female leaders, a total of 39 items were deleted owing to low 
factor loadings, indicating that they did not measure what they intended to measure, 
leaving 40 characteristics, which emerged as three factors. The mean scores for the 
characteristics in these three factors were all three and above. In considering the 
attributes under these factors, respondents’ perceptions of whether or not the 
behaviours are characteristic of African female leaders, are discussed, and possible 
reasons are explained for those who fall under the neutral category of choosing neither 
characteristic nor uncharacteristic in the event of high neutrality, where applicable. The 
following figure provides a view of the characteristic factors.   
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Figure 6. 2 Factors that are characteristic of African female leaders 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Author’s fieldwork 
 
 
 
 
 
 
 
 
INTRAPERSONAL CAPABILITIES 
 
• Consistent 
• Leadership ability 
• Intelligent 
• Analytical ability 
• Able to separate feelings from 
ideas 
• Competent 
• Objective 
• Firm 
• Prompt 
• Knows the way of the world 
• Well informed 
• Ambitious 
• Desires responsibility 
• Self-controlled 
• Decisive 
• Direct 
• Self-confident 
• Steady 
• Assertive 
• Tactful 
• Logical 
• Skilled in business matters 
• Self-reliant 
 
INTERPERSONAL CAPABILITIES 
 
• Sympathetic 
• Values pleasant surroundings 
• Understanding 
• Grateful 
• Aware of feelings of others 
• Intuitive 
• Humanitarian values 
• Helpful 
• Kind 
INTERNAL DERAILERS 
 
• Fearful 
• Uncertain 
• Submissive 
• Frivolous 
• Timid 
• Wavering in decision 
• Passive 
• Quarrelsome 
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6.3.2.1. Perceptions of African female leaders in relation to intrapersonal 
capabilities  
 
The first factor that was identified was intrapersonal capabilities, which refer to 
behaviours that occur internally amongst African female leaders, or inherently inside 
themselves, and, which relate to them. In considering leadership theory and 
application, these capabilities could be aligned to those of trait-based theories, which 
assume that individuals are inherently born with certain capabilities, talents, abilities, 
characteristics and attributes, which naturally make them more suitable to fulfilling 
leadership roles rather than leadership capabilities that are taught (Robbins, 2005 and 
Malos, 2012). They present a view of traits that are inherent in African female leaders 
as opposed to a measure of leadership effectiveness.   
 
In relation to the characteristics under this factor, respondents indicated that African 
female leaders are considered to display these attributes in their leadership 
approaches. The characteristics within this factor were considered to be descriptive of 
African female leaders, as mean scores under intrapersonal capabilities for African 
female leaders were moderately high to high mean values. The characteristics that 
were rated to be most descriptive of African female leaders under this factor were self-
confidence, with a mean of 3.96, intelligence, with a mean of 3.95, and ambition, with 
a mean of 3.9. This contradicts the stereotype that males are “objective, competitive, 
logical, independent, aggressive, responsible, rational, and ambitious” (Dennis and 
Kunkel, 2004, p.156), and self-confident (Prime, Carter and Welbourne, 2009). Rather, 
it indicates that African female leaders are also perceived to display these 
characteristics. Holtzen (2011) found that respondents characterised being self-
confident, intelligent and ambitious in the top ten characteristics of successful middle 
managers out of the 92 SDI characteristics, whilst ambitious and self-confident were 
also in the top ten for males, in general, and the mean scores were above four for both 
groups, indicating strong descriptors. In this instance, the perceptions of African 
female leaders indicate alignment to Holtzen’s (2011) results of successful middle 
managers and males.  
 
The findings of the current study revealed that African female leaders are highly 
ambitious. This was reflected in the high mean score of 3.92, with 70.3% of the 
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respondents citing ambition as a characteristic of African female leaders, compared to 
9% who opined that it was not. Managers of African female leaders strongly supported 
the notion that African female leaders are ambitious and self-driven. For instance, M3 
described African female leaders as “go-getters”. M5 added to this by stating: “There’s 
a harder drive for results that I’ve seen in two of the leaders that I’ve worked with and 
I work with African leaders. There’s a drive of being harder, a drive that is definitely 
driven by a sense of accomplishment and drawing from their experience and their – 
almost like their capability and it feels like it’s harder with them than with someone or 
a different gender or ethnic group.” In addition, M5 provided greater context by noting 
that “the typical African leaders that I worked with had great drive, wanting to be 
successful and wanting to prove their own worth and I don’t know if it’s because of all 
these extreme variables that actually impact on them.” This sense of commitment and 
achievement, linked to ambition, was described from a subordinate’s (S2) perspective, 
who observed that African female leaders are “normally strong, committed to the 
course… there’s often something else driving their…motivations, you know, whether 
it’s the organisation’s goal or it’s your country goal or whatever goal I think committed 
to that course. I find them quite committed to, you know, what it is that the company is 
trying to achieve… when I say committed to the course, I probably also mean that from 
a personal perspective…” Thus, they are in fact as ambitious as their male 
counterparts are perceived to be (Holtzen, 2011, Dennis and Kunkel, 2004).  
 
The finding also revealed that African female leaders are perceived to be intelligent, 
which was reflected in the mean score of 3.95, with 74.3% of respondents concurring 
that intelligence is undoubtedly highly characteristic of African female leaders. A 
manager of African leaders, M4, supported this finding and described them as follows: 
“…they’re willing and they’re pretty smart…eager to learn from my perspective”. When 
male characteristics such as being driven, authoritative and accomplishing tasks are 
considered for successful leadership, they may overshadow other capabilities in 
determining perceived success (Dennis and Kunkel, 2004), hence contributors to 
success such as intelligence, are equally important. Holtzen (2011) affirms that 
successful middle managers are described as being intelligent, thus African female 
leaders are described in the same light.   
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Self-confidence was also revealed in the findings as a strong characteristic among 
African female managers, as reflected in the high mean value 3.96. A total of 71.3% 
of the respondents stated that that self-confidence is characteristic of African female 
leaders, compared 4% of the respondents who declared that it was not. This too 
contradicts the notion that confidence is largely a male characteristic (Prime et al., 
2009, Dennis and Kunkel, 2004), while it was previously considered to be 
characteristic of successful middle managers (Holtzen, 2011), and this study confirms 
that it is also characteristic of African female leaders. From a peer perspective, P5 
described a sense of self-worth, which corroborates this idea of self-confidence by 
noting that: “I know two specific females here and one is actually an informal mentor 
for me and they’re just amazing. They come in knowing their value. They come in 
understanding that they bring such quality to the organisation that their worth is 
invaluable, and they don’t need to actually say it. They come in with this level of 
humility that is unquestionable, but it’s a level of humility, but not subservient…” This 
strong perception of African female leaders that they possess high levels of self-
confidence diminishes the notion that females seem to have relegated themselves as 
second class citizens to males, based on the patriarchal system (Mamba, 2012). 
However, the fact that the current study revealed in its finding that African female 
leaders possess the feature of being self-confident supports the proposition that self-
confidence could be a predictor of leadership success (Kolb, 1999 as cited in 
Appelbaum et al., 2003). The view that African female leaders are self-confident 
supports one of the cultural stereotypes associated with Black females in Rosette et 
al.’s (2016) study, which produced the following in order of highest to lowest frequency 
counts: attitude (38); loud (26); confident (13); and assertive (10). 
 
Competency also emerged strongly as a characteristic of African female leaders, as 
reflected in the mean score of 3.87, with 70.3% of the respondents saying that African 
female leaders are competent, compared to 8% who disagreed with the notion. This 
perception that African female leaders are competent was also reflected in the 
qualitative results. In this regard, P2 posited: “…she was extremely technically 
competent…They do bring very well thought out opinions to any discussion. They are 
very competent…” However, P4 indicated divergent experiences of working with 
African female leaders. In his view, there are those who are competent and those who 
are not. Nonetheless, with a small sample of African female leaders, it was also difficult 
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to generalise this finding. Historic research of Blacks, in general, describe them with 
terms such as “superstitious, lazy, happy-go-lucky, ignorant, musical, and 
ostentatious”. These stereotypes have evolved somewhat, though descriptors such as 
“unintelligent, lazy, ghetto, criminal, loud, hostile, and poor” still exist (Devine and 
Elliot, 1995; Macrae, Stangor, and Hewstone, 1996, Ghavami and Peplau, 2012 as 
cited in Rosette et al., 2016). Positive stereotypes about Blacks being athletically and 
musically talented have added to these negative perspectives of incompetence 
(Rosette et al., 2016). Hence, there is a pervasive need to prove competence.  
 
Regarding intrapersonal characteristics, as perceived by subordinates and managers 
of African female leaders, strength of character, courage and ability to challenge the 
status quo emerged as strong characteristics amongst African female leaders. For 
instance, S3 articulated: “I definitely think they’re strong …They have to put up with, 
you know, the things that society obviously throws at them – it’s a male dominated 
industry and they still have to break those barriers. So, I see them as strong”. These 
organisational and industry barriers confirm the notion of gender-role stereotyping and 
organisations (Booysen and Nkomo, 2010). This idea of having to be strong within the 
context of the environment was supported by S5, who stated: “So for me from what I 
have experienced, I haven’t seen a lot (of) so (-called) typically very strong… so they 
need to push or put in a lot more than others to be recognised.” This perhaps talks to 
the idea that research studies have indicated that female team members were given 
less credit for work done, and were consequently assessed more negatively than their 
male counterparts, unless there was proof confirming that the female was capable and 
contributed to the successful outcome (Biernat and Sesko, 2013), thus requiring 
females to do more in order to be recognised for their contribution. To display this 
position is often based on experiences that males do not have to face. Hence, M3 
proposed that females may be stronger than males: “I perceive them as stronger than 
their male counterparts. They can take more…they can lead better…I guess because 
in our culture they are perceived to be the weaker sex so when you get to work you 
try to overcome that…” This reiterates the pervasive influence of culture and gender 
stereotypes in upbringing, and the effect that it then has on the workplace, thus 
contributing tacitly to how African female leaders perceive themselves and how they 
are perceived (Omi and Warrant, 1994).  
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In addition, this perspective of females’ strength is also attributed to the roles that they 
have historically had to play as heads of households owing to their adverse 
circumstances, which include having to take care of everything in the absence of a 
man who provides resources and support. They are, therefore, seen to be hard 
working, which may extend as far as being intimidating because of the responsibilities 
that they face, and this can even lend itself to perceptions of physical strength 
(Wingfield, 2007, Alexander, Brewer, and Livingston, 2005 as cited in Rosette et al., 
2016). African female leaders were also described as a displaying strength of 
character by S2: “… she’s got such a strong character. She’s not forgetting who she 
is and where she’s come from, but at the same time understanding the environment 
that she’s currently in and applying that all along”. S2’s viewpoint was supported by 
M2, when he remarked that “they have a lot more courage”.   
 
In their study on what makes female executives successful from the perceptive of 
Chief Executive Officers (CEO’s), the Korn Ferry Institute (2017) identified the 
following as important characteristics, namely having a strategic vision and being able 
to operationalize it; driving for results and being successful in accomplishing them; 
engaging and inspiring others; showing resilience in the face of challenges; displaying 
courage, a level of self-awareness of their personal strengths and areas of 
development; and, lastly, the ability to learn quickly, whether it be a new skill, new role 
or a new geographic location. The findings of this study corroborate the qualities of 
African female leaders as being driven by courage to achieve results. The descriptions 
of them having to push harder in the face of challenges could be perceived as showing 
resilience in the face of insurmountable challenges. Rosette et al (2016) also affirm 
the perspective that Black females are dominant and strong individuals. This view, 
however, is conceived to have been seeped in through cultural heritage as a 
perception that people have had of Black American females since slavery. However, 
even though there are commonalities amongst Black females, there are other 
dynamics that should be considered, which seem to differ from the South African 
context. These differences in country and cultural experiences have been highlighted 
by Nkomo and Ngambi (2009) who caution against homogenising the experiences of 
all African female leaders, and this advice has been heeded to in current research.  
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In comparing African female leaders with other groups in respect of this characteristic, 
the tested hypothesis reveals that there is a significant difference in respondents’ 
perceptions of African female leaders, females, successful middle managers and 
males in the financial services industry in terms of intrapersonal capabilities. The 
differences can be noted from the mean scores of the various groups. For instance, 
African female leaders (3.64   0.68) and successful middle managers (4.00   0.67) 
were both perceived to display intrapersonal capabilities, as the mean scores for both 
groups were above three. Notably, successful middle managers’ mean score was 
higher than that of the African female leaders, so this applied more to them. Like 
African female leaders and successful middle managers, females (3.77   0.68) also 
displayed intrapersonal capabilities, as they had a means score of above three. There 
were no differences in respondents’ perceptions of successful middle managers and 
males, which implied the ‘think manager-think male’ dynamic, indicating alignment 
between the characteristics of successful middle management and males (Schein, 
2001, Booysen and Nkomo, 2010).  
 
For both the characteristics under intrapersonal capabilities and those of African 
female leaders, there were no mean scores of 4.0 and above. This is in contrast to 
successful middle managers who have several means above 4.0, indicating this factor 
to be the most descriptive of successful middle managers’ characteristics. In 
comparing females, males and successful middle managers to being self-confident, 
intelligent and ambitious, with African female leaders rating highest for this factor, it 
was clear that successful middle managers exhibit this the most with means of 4.10, 
4.07 and 3.95. This was followed by males with means of 3.97, 3.91 and 4.07, 
respectively, and, lastly, females with means of 3.95, 4.10 and 3.88, respectively.  The 
highest mean score for females was intelligent at a high mean value of 4.10, followed 
closely by competent, with a mean of 4.05, and leadership ability, with a mean of 4.04. 
For successful middle managers, leadership ability was recorded as the highest mean 
score of 4.22, concurring with Holtzen (2011) who also identified this as the highest-
ranking characteristic for successful middle managers. This was closely followed by 
competency at a mean value of 4.21. Hence, competency and leadership ability 
emerged as strong descriptors for females and successful middle managers. The 
characteristic with the highest mean value for males was ambition, with a mean value 
of 4.07. This corroborates Holtzen’s (2011) research, which revealed the top three 
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themes for males, in general, from the complete SDI were leadership ability, self-
confidence, and being ambitious. The eta square of 0.04 is a sign that the differences 
between the four groups were moderate. Perceptions of African female leaders in 
terms of interpersonal capabilities are discussed next. 
 
6.3.2.2. Perceptions of African female leaders in relation to interpersonal 
capabilities 
 
The second factor that was identified was interpersonal capabilities, which referred to 
behaviours between African female leaders and others, or other variables. In 
considering leadership theory and application, these capabilities could be aligned to 
those of behavioral-based theories, which assume that there are components of 
leadership that can be taught, coached and developed. In other words, individuals are 
not born as leaders (Malos, 2012 and Robbins, 2005). Some of the behavioral 
leadership aspects would be leaders structuring their and their teams’ roles for goal 
achievement; the degree to which they focus on the task; the level of trust that they 
have and respect for subordinates’ ideas; the concern and care that they have for 
subordinates’ welfare; and display of appreciation and support (Robbins, 2005 and 
Tabernero, Chambel, Curral and Arana, 2009). These elements of sympathy, 
kindness, caring and understanding the feelings of others, are described under this 
factor.  
 
The characteristics within this factor were considered as descriptive of African female 
leaders, as all had high mean scores. The findings of the study revealed that African 
female leaders were perceived to be people who value pleasant surroundings, as 
reflected in the high mean score of 3.91, with 81.7% of the respondents stating that 
African female leaders value pleasant surroundings, while 6.5% disagreed with the 
notion. African female managers were also perceived to be helpful, which was 
reflected in the high mean score of 3.90, with 80.6% of respondents considering 
African female leaders as being helpful, while 4.3% disagreed with the notion. 
Compared to previous research by Holtzen (2011), this outcome aligns to their findings 
regarding perceptions of females who valued pleasant surroundings as second in their 
top ten characteristics, and helpful as tenth from their means of the complete SDI. 
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Helpfulness also confirms the stereotype that, by nature, females are care-givers 
(Prime et al., 2009), and hence more likely to be helpful.  
 
Another perception of African female leaders, according to the current finding, was 
that, in most cases, females are kind.  This notion of kindness in relation to African 
female leaders is reflected by the high mean score of 3.78, with 71.7% of the 
respondents considering kindness as a characteristic of African female leaders, 
compared to 4.4% who disagreed. This notion of kindness for African female leaders 
may be extended to the nurturing nature of females, as reflected in one of the 
subordinate’s (S2) statement: “Because she shows up in more ways than anybody 
has ever shown up in terms of being there to care for you, or making sure that you are 
okay and caring for you as an individual and as a person, because that’s her 
personality and that’s what I know and that is really why I love her so dearly…there is 
no one that’s there more for you from a management point of view; a female gives 
advice and is caring and motherly…”. The stereotypical roles that are traditionally 
attributed to females as that of mother figure and child bearer, which have resulted in 
perceptions that females are somewhat less capable than males to effect harsher or 
tougher decisions in the workplace when the need arises, result in harsher judgement 
of females who speak their minds (Holtzen, 2011). And this stereotypical perception 
is magnified when considering leadership roles for females, which include African 
female leaders (Hofmeyr and Mzobe, 2012). The previously disadvantaged female’s 
external focus of how they considered leadership, aligns to that of servant leadership, 
or the South African construct of ‘Ubuntu’, which is based on kindness, community 
and caring for others (Showunmi, Atewologun and Bebbington, 2016). This view in 
their descriptors aligns to the current research regarding how females have been 
described as leaders, as well as the stereotypical view of females as leaders.  
 
There is a shadow side to this wherein stereotypes can be a powerful hindrance to 
females who attempt to ascend to leadership, and this applies not only to negative 
stereotypes, but also to positive perceptions, as indicated in the females-are-wonderful 
concept (Eagly and Mladinic, 1994; Langford and MacKinnon, 2000; as cited in 
Koenig, Eagly, Mitchell and Ristikari, 2011). The stereotypical view of females 
positively suggests that they are more pleasant and kind in relation to their male 
counterparts. Despite this, they repeatedly face discrimination within the work 
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environment (Heilmanv and Eagly, 2008 as cited in Koenig, Eagly, Mitchell and 
Ristikari, 2011). Sharing the view of the positive descriptors of female leadership, 
Roslin and Montgomery (2001) describe female attributes of leadership as “nurturing, 
being sensitive, empathetic, intuitive, compromising, caring, cooperative, and 
accommodative”. African female leaders confirm this aspect of leadership as 
applicable to them.  
 
The findings of the current study also suggest that African female leaders have some 
sense of gratitude, as reflected in the high mean score of 3.68, with 60.6% of 
respondents considering gratitude as a trademark or characteristic of African female 
leaders, as opposed to 6.4% who thought otherwise. The fact that African female 
leaders have some sense of gratitude was also echoed by one of the managers of 
African female leaders in his statement: “…there is an appreciation; you know, for the 
opportunities that you give them and the responsibility, you know, they take it with 
gratitude and they run with it” (M1). Perhaps this gratitude stems from the idea that 
those with feminine gender identities have thin or penetrable ego boundaries, thus 
they are more likely to display empathy, connectedness, responsibility for others, and 
so on in this space of taking on a care giver role (Dennis and Kunkel, 2004). Based on 
this, it stands to reason that they take on this responsibility without ego, which may 
extend to gratitude for the opportunity to do so.  
 
The findings also revealed that subordinates, peers and managers of African female 
leaders perceive them to be people who enable diversity to blossom in the workplace. 
This view can be traced to the feedback of subordinate S5, when she stated: “… for 
example, if there’s a God, forbidden death or just in terms of cultural practises, 
obviously family. So, there is a lot of understanding, you know, the family - it just makes 
things easier for you.” This is because the leader is an African female, and the 
subordinate is an African female, which translates into a level of cultural 
understanding, making it easier to manage. From a peer perspective, P2 said: “They 
do bring a different dynamic and the reality in South Africa is there’s always the slight 
dynamic of political correctness. So, conversations are sometimes a little bit more 
careful than perhaps what they should have been…” From a managerial perspective, 
M1 concurred with the above by stating: “… to a large extent you know I have found 
them to be, you know, more receptive to accepting diversity.” In fact, the personal 
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diversity of African female leaders brings greater diversity awareness to the table. 
Showunmi, Atewologun and Bebbington (2016) postulate that in defining leadership, 
White females regard vision as important, as well as the ability to inspire others and 
defend one’s values, irrespective of the role that a person plays. Most females from 
previously disadvantaged groups defined leadership as an aspect, which relates to 
culture or ethnic background. Hence, they highlight that, which they experience, 
making them different (Showunmi et al., 2016). Previously disadvantaged female 
groups stress leadership from a relational standpoint, considering not only vision, but 
also directing a diverse team and acknowledging their differences (Showunmi et al., 
2016). The relevance of appreciating diversity within the South African leadership 
landscape is that the transformation process necessitates organisations to appreciate 
that African female leaders can contribute diversity of ideas, based on a variety of 
perspectives that they bring to the table, with true diversity resulting in effective 
leadership (Dlamini, 2013).  
 
Further findings reveal that African female leaders came across as people who like to 
empower others, particularly their subordinates. This perspective came directly from 
the subordinates of African female leaders, and from African female leaders 
themselves. African female leaders articulated this as trust in the team and the ability 
to give them space to do things on their own. Hence, subordinate S1 noted that “the 
majority of the time it’s very much like you must take ownership of your own work and 
then report back to her.”, In a similar vein, subordinate S3 remarked: “...will let you run 
with things and where you’re not sure they’ll also just sort of engage and make sure 
you understand, and they want to see you succeed”. This sense of empowering others 
is described as behaviour that is attributed to females, in general (Roslin and 
Montgomery, 2001), and this study confirms it to be a characteristic of African female 
leaders.  
 
In terms of interpersonal capabilities, all four groups ascribed the following attributes 
in their leadership approach, namely sympathetic, valuing of pleasant surroundings, 
understanding, gratefulness, awareness of the feelings of others, intuitiveness, 
humanitarianism, helpfulness and kindness. In comparing African female leaders with 
other groups in respect of this characteristic, the tested hypothesis revealed that there 
is a significant difference in respondents’ perceptions of African female leaders, 
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females, successful middle managers and males in the financial services industry in 
terms of interpersonal capabilities. The differences can be noted from the mean scores 
of the various groups. For instance, African female leaders (3.72 0.74) and females 
(4.02   0.66) were both perceived to display interpersonal capabilities, as the mean 
scores for both were above three. Notably, females were considered to display them 
more so than African female leaders with a higher mean score. These characteristics 
align with the proposal that, as leaders, females assume a care giver role, which is 
why Prime et al. (2009) proposed that based on leadership roles being largely 
interpersonal and conceptual, there are ten behaviours that can be described as either 
masculine or feminine, based on classification according to stereotypical      
perceptions. Those attributes classified as feminine talk to understanding, awareness 
of feelings of others, helpfulness and kindness, and are defined as supporting, 
rewarding, mentoring, networking, consulting, team-building, and inspiring (Prime et 
al., 2009). They also subscribe to the following life orientation of females, which Mayer 
and Van Zyl (2013) characterized, namely treating others as you want to be treated, 
helping others or showing concern for others and being compassionate. Like African 
female leaders and females, successful middle managers (3.93   0.76) and males 
(3.44   0.76) also had mean scores above three and were thus perceived to display 
interpersonal capabilities. Notably, successful middle managers were perceived to 
display them more so than males.  
 
Although perceived to be characteristic of interpersonal capabilities like the others, 
African female leaders are perceived by respondents as displaying them the least from 
the four groups. Although characteristic of interpersonal capabilities, African female 
leaders are perceived by respondents to display them less than successful middle 
managers. The characteristics with the highest mean for African female leaders was 
that of valuing pleasant surroundings, with a mean of 3.91, which was closely followed 
by helpfulness, with a mean of 3.90. Valuing of pleasant surroundings was also high 
for females at 4.13, moderately high for males at 3.95, and 3.66 for successful middle 
managers. Successful middle managers and males have helpfulness as their highest 
mean score. For successful middle managers the mean score was 4.19, while the 
mean score for males was 3.73. For females, helpfulness had a mean score of 4.0; 
however, it was not the highest-ranking characteristic, as sympathy received the 
highest mean score at 4.23, while for African female leaders, it received a moderately 
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high mean score of 3,46, and for successful middle managers it received a high mean 
score of 3.59. For males, the mean score was 3.02, which was moderate. This was 
followed by the valuing of pleasant surroundings with a mean score 4.13. This second 
highest characteristic for females is in line with perceptions of African female leaders, 
as both groups had high mean scores for this characteristic. Females, like successful 
middle managers and Africa female leaders, had high to very high mean scores, 
overall, for variables under this factor. The eta square of 0.08 is a sign that the 
differences between the four groups was moderate. Perceptions of African female 
leaders in terms of internal derailers are discussed below.  
 
6.3.2.3. Perceptions of African female leaders in relation to internal derailers 
 
The third and final factor that was identified was internal derailers. This refers to 
behaviours that African female leaders exhibit, which have the potential and ability to 
become obstacles in their progress. In relation to the characteristics under this factor, 
respondents indicated that African female leaders are considered to display some of 
these derailer attributes in their leadership approaches. Some of these derailer 
attributes include fearfulness, submissiveness, uncertainty, frivolousness, timidity, 
wavering in decision making, passivity, and quarrelsomeness. For instance, African 
female leaders were shown in the research findings to be slightly quarrelsome, as 
reflected in the slim but moderately high mean score of 3.02, with 33.6% of the 
respondents stating that African female leaders are quarrelsome, and 29.6% 
disagreeing with this notion. Another derailer characteristic that was slightly attributed 
to African female leaders was submissiveness at a mean score of 3.04, as 32.3% of 
the respondents mentioned submissiveness as a characteristic of African female 
leaders, though 31.3% disagreed. Although submissiveness reflected a slim but 
moderately high mean score, respondents seemed almost polarised about this 
characteristic.  While describing African female leaders, one of their managers, M2, 
indicated that he perceived them to be submissive. He said that they “…tend to be a 
lot more submissive…” Qualities ascribed to males have been described as 
“aggressive, independent, objective, logical, rational, analytical, decisive, confident, 
assertive, ambitious, opportunistic and impersonal”, while female gender 
characteristics have been described as “emotional, sensitive, expressive, cooperative, 
intuitive, warm, tactful, empathetic and submissive” (Park, 1996, Osland, Synder and 
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Hunter, 1998 as cited in Pounder and Coleman, 2002). This feedback on African 
female leaders indicates that, unlike their male counterparts, they are perceived to be 
submissive, much like females, in general. This may be influenced by cultural 
background and the male gender role culturally in a patriarchal society, thus affording 
males greater power and privilege (Fox, 1988).  
 
The findings also revealed that African female leaders were perceived to be slightly 
frivolous, as reflected in the slim but moderately high mean score of 3.04, as 25.3% of 
the respondents claimed that frivolousness is a characteristic of African female 
leaders, while 21.2% disagreed. The above perspectives show that African female 
leaders are less likely to be considered as too quarrelsome, submissive and frivolous 
in relation to the other derailer characteristics. However, since the mean score for the 
aforementioned characteristics were above three, it can be said that African female 
leaders do display some atom of these derailer characteristics, albeit not as prominent 
as other derailer characteristics, which are discussed at a later stage under this 
section. In a study, which was conducted by Ryan, Haslam, and Bongiorno (2011), 
they identified attributes that were seen to be characteristic of managers of 
unsuccessful companies, as well as stereotypical females, and there included being 
fearful, wavering in decision making and being frivolous. In this research the views of 
African female leaders indicated that they are perceived to be fearful, wavering in 
decision and frivolous. However, they identified being quarrelsome as an attribute 
seen to be characteristic of managers of unsuccessful companies, as well as 
stereotypical males. In this research, however, this was not the case, as males were 
not perceived to be quarrelsome, as discussed further in the comparison to males.  
 
Another derailer characteristic that was found to be highly associated with African 
female leaders was wavering in decision making, as reflected in the high mean score 
of 3.28, as 36.3% of the respondents asserted that it was characteristic of African 
female leaders, while 16.1% disagreed. According to Valentine and Godkin (2000 as 
cited in Pounder and Coleman, 2002), research indicates that subordinates perceive 
female leaders to be indecisive when presented with difficult work situations. 
Respondents’ feedback indicated that African female leaders are also viewed in the 
same light as they waver in decision making. The high mean score and percentage 
for this derailer characteristic is an indication that African female leaders are perceived 
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to be likely indecisive or uncertain when required to make certain critical decisions in 
line with this perception of females, in general (Pounder and Coleman, 2002). What 
was noticeable in the respondents’ feedback concerning the internal derailers was the 
high number of neutral values, which ranged from 33% to 47.5%. This high neutral 
value could have been triggered by several factors such as limited exposure of 
respondents to these behavioural patterns, or it may imply having been exposed to it, 
but perceived to be inconsistently applied across the board amongst African female 
leaders.  
 
Fearfulness also came across as one of the characteristics of African female leaders, 
which was reflected in a high mean score of 3.14, as 35.7% of the respondents 
maintained that it was characteristic of African female leaders, while 22.8% disagreed. 
Research by Showunmi et al. (2016) indicates that females from previously 
disadvantaged groups identified tangible, external barriers and obstacles that 
impacted their ability to exercise their leadership capabilities. One of the issues raised 
was that of fear, that is, the fear that people may not follow their instructions; another 
was the perception that they cannot lead because they lack self-confidence owing to 
their perceived softness (Showunmi et al., 2016). This observation is in harmony with 
the current study’s finding that African female leaders exhibit some level of fear in their 
leadership approach.  
 
Apart from the above derailer characteristics that were found during the quantitative 
phase of the data analysis, other derailer characteristics emerged during the 
qualitative interview phase, as observed by peers and managers of African female 
leaders. These identified characteristics, which may be considered to be aligned to 
internal derailers, as noted by managers of African female leaders, namely self-
criticism and a lack of confidence. However, insecurity, defensiveness and tokenism 
were also noted by peers of African female leaders as potential derailers to their 
leadership capabilities. The notion of being self-critical, as indicated by M2, implies a 
great deal of self-assessment. In other words, African female leaders always criticise 
themselves before they are even judged by others. Hence, M2 remarked that African 
female leaders seem to have “…done their own kind of like self-criticism before you 
even get to that point.” M3 indicated that when African female leaders enter new 
leadership positions they tend to display less confidence. He observed: “I’ve noticed 
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that with people who are in new managerial roles, they find it difficult to challenge their 
counterparts and their communities and find it difficult to deal with subordinates…I 
don’t know whether there is a confidence issue, but I find that there is a lot of hand 
holding that you need to do until they can maybe I could call it, for the lack of a better 
word, find their feet.” The notion of defensive behaviour amongst African female 
leaders was linked to insecurity, as indicated by P4: “And I think when someone feels 
insecure their defensive characteristics come out and they start now trying to micro 
manage the senior people or often – so that was coming through initially…But from 
time to time I think that insecurity does creep into the system.” Similarly, tokenism, as 
described by P5, appeared to be a derailer characteristic among African female 
leaders. According to P5, “…some of them are – I think, one thing a lot of them feel 
that they are not here based on merit…,” which then plays out in defensive and 
arrogant behaviours.  
 
In comparing African female leaders with other groups in respect of this characteristic, 
the tested hypothesis reveals that there is a significant difference in respondents’ 
perceptions of African female leaders, successful middle managers, and females and 
males in the financial services industry in terms of internal derailers. The differences 
can be noted from the various groups’ mean scores. For instance, there was a 
difference in respondents’ perceptions of successful middle managers (2.54   0.83) 
and African female leaders (3.11   0.61), since successful middle managers were not 
perceived to display internal derailers, while African female leaders do, as their mean 
score was above three. Females (3.25   0.66) with a mean score above three, like 
African female leaders, were also perceived to display internal derailers. Conversely, 
males (2.87   0.69) were like successful middle managers, and were not perceived to 
display internal derailers, thus affirming Schein’s (2001) ‘think-manager, think-male’ 
proposition. The results, therefore, indicate that only African female leaders and 
females were perceived to be fearful, uncertain, submissive, timid, passive and 
quarrelsome, and not successful middle managers and males. The characteristics, 
which African female leaders, females and males shared is wavering in decision 
making, as reflected in a high mean score of 3.28 for African female leaders, 3.43 for 
females and 3.23 for males.  
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On the contrary, successful middle managers were not perceived by respondents to 
waver in their decision making, with a mean of 2.76. The characteristic of passiveness 
had a mean score of 2.77 for successful middle managers and 2.83 for males, which 
means that successful middle managers and males are not perceived to be passive in 
their leadership approaches, as opposed to African female leaders. Passiveness had 
a mean score of 3.31 for females and 3.09 for African female leaders. Overall, 
successful middle managers had no mean score above three for characteristics in the 
factor, namely internal derailers. In other words, they are not perceived to display any 
internal derailing characteristics such as the other three groups, namely African female 
leaders, males and females.  
 
In comparing African female leaders to others regarding the internal derailer of being 
quarrelsome, while African female leaders were perceived to be slightly quarrelsome, 
as reflected in the slim but moderately high mean score of 3.02, as well as females 
with a mean of 3.10, successful middle managers were not perceived to be 
quarrelsome, as reflected in the low mean score of 2.01, and neither were males with 
a mean score of 2.93. Frivolousness had a slim but moderately high mean score of 
3.04 for females, 3.04 for African female leaders, 2.57 for successful middle managers 
and 3.02 for males. Thus, African female leaders, females and males are perceived 
as being frivolous. While submissiveness had a low mean score of 2.41 for males and 
2.63 for successful middle managers, the mean above three for females at 3.37 and 
African female leaders at 3.04 indicates that they are perceived to be submissive. The 
eta square of 0.13 is a sign that the differences between the four groups are large. In 
finalising the discussion of perceptions of African female leaders, an overview of 
perceptions of them is presented in the next section.  
 
6.3.3. Overview of perceptions of African female leaders  
 
The paradigm of ‘think manager-think male’ has resulted in several studies that have 
assessed the alignment of stereotypes of successful middle managers to stereotypes 
of females and males. These studies entail the rating of characteristics of females, 
males, and successful middle managers, and the correlation of resultant mean ratings 
to compare perceptions of each group (Koenig et al., 2011). This approach was also 
applied to the current study. This ‘think manager-think male’ syndrome was also 
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reflected when the results of a study indicated an alignment between the mean value 
of males and that of successful middle managers, and a misalignment between the 
mean value of females and that of successful middle managers (Koenig et al., 2011). 
In the current study an additional dynamic was added to test if there was an 
association between perceptions of females, males, and successful middle managers 
and perceptions of African female leaders. The shared high mean values for 
successful middle managers and that of males may insinuate Schein’s (2001) ‘think 
manager-think male’ perspective, since the characteristics of successful management 
are aligned to those of males. The instances of shared high mean values between 
African female leaders and females may further support this view. What is clear, 
however, in this study is the lack of consistent trend of the ‘think manager-think male’ 
influence across all factors.  
 
Various views exist broadly of what is considered male and female leadership. For 
instance, Schaef (1985 as cited in Roslin and Montgomery, 2001) highlights the 
variance on leadership for males and females as being that males consider leading as 
being the meaning of leadership, while females consider facilitating as the purpose of 
leadership. Chliwniak (1997, cited in Roslin and Montgomery, 2001) describes females 
as welcoming the ability to share with others, process and foster relationships in their 
approach to leadership, while males concentrate on ultimately winning, goals that 
need to be achieved, finishing the identified task and withholding information in their 
approach to leadership. Behaviours ascribed to females’ center around “empowering, 
restructuring, teaching, role modelling, encouraging, openness, and stimulating 
questions” (Roslin and Montgomery, 2001). Gillet-Karam (1994, cited in Roslin and 
Montgomery, 2001) highlights female leaders’ ability to take the necessary amount of 
risk to bring about change; female leaders’ ability to recognise individual nuances and 
differences in people in order to provide the due respect and care; the ability of female 
leaders to act collaboratively; and, lastly, female leaders dedicate space and time 
towards fostering openness and trust. These highlights are components of the 
spectrum of behaviours ascribed to females, though they do not holistically delve into 
the additional influence that race brings to the above dynamics.   
 
Perceptions of the leadership skills of previously disadvantaged groups in South Africa 
have the possibility of being not as robust. This is because African female leaders are 
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not naturally considered to be stereotypical of individuals who occupy such leadership 
roles, and hence go against existing mental models (Showunmi et al., 2016). The lack 
of depth in research does not provide substantial depth to define these characteristics 
consistently. In considering how diverse groups perceive African female leaders, this 
research found statistically significant differences between the perceptions of African 
female leaders and other groups. Having discussed the perceptions of African female 
leaders, the following section considers factors that impact the leadership styles of 
African female leaders.   
 
6.4. Influencers of leadership styles of African female leaders  
 
Various contributions have been sought personally and offered by organisations to 
contribute to the perceived leadership characteristics of African female leaders, as well 
as to their perceived success. These are discussed below under the constructs of 
environmental, self-driven and offered by organisations.  
 
6.4.1. Environmental contributors  
 
Here, the impact of family and family related factors have emerged as influencers. AF2 
identified the roles that mothers have played in their lives, which influence, shape 
leadership styles, drive them to achieve, and give them personal strength. In reference 
to her own mother, she stated: “So, I saw what it means to be a leader through her 
and I saw the influence she’s had on people she’s led and – so that made me want to 
be a person who, anybody who’s worked with me to say: “You were a great influence 
in who I have ultimately become.” You know, and that’s what I strive for, basically”. 
Extending this to religious factors, AFL4 mentioned the influence of Christ as a role 
model for aspirational leadership by saying: “… also I think what has influenced me is 
my faith and I take a cue from Christ’s leadership because he says, you know, 
leadership is really about serving. So, you serve your people.” These perspectives, 
which originated from the influence of culture, support the notion that factors such as 
value systems, and    traditional practices and customs, may be significant for African 
female leaders, thereby contributing to their perceptions of leadership (Pedrotti, 2013). 
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The impact of bad leadership that is unethical has its own consequences. Considering 
these consequences and being cognisant of what can happen, is an additional 
influence, as indicated by AFL6 who stated that “…you tend to see the consequences 
of wrong decisions, so you try not to do that so that you don’t get to a situation where 
you have to go and defend the un-defendable, you know…my influence has been 
that.”. This talks to experience in having seen and understood the consequences of 
bad behaviour, which can come from learning from others who are in leadership roles.  
 
The industry that the leader serves also plays a role in determining leadership styles, 
according to AFL3, who stated: “If I were to give you examples, I think it also depends 
on the industry…” The nature of the financial services industry itself is an influence 
that is perceived to be driven, requiring that same approach. AFL6 stated the following 
in this regard: “It is (a) time driven, highly competitive industry, you know, you need to 
give quick results. So, you need to change how you do things, you know. If you’re the 
kind of person that has to reflect on an issue…. You cannot.” This alludes to the 
requirement of leaders to display contingent or situation-based leadership, having to 
alter approaches based on what action and approach is required by the circumstances 
that they encounter (Kumar, Adhish and Deoki, 2014). What is beneficial in 
conceptualising leadership in this manner is that no one definition of leadership fits all 
situations, and varying diverse aspects and factors influence what is required (Malos, 
2012). What it does indicate, however, is that the toughness of the financial services   
industry commands tough leadership in order to succeed in this environment.   
 
The other dominant feature in the financial services industry is that it is a White male 
dominated space, particularly when it comes to leadership. There are demographic 
and social influences that result in the advancement of males, which require related, 
stereotypical behaviour for success. AFL 9  stated in this regard: “So I think a lot of it 
has got to do with obviously my role and my own experience and where I come from 
but also just, you know demographically and social experiences that kind of impose 
upon you what the kind of things are that are actually important to succeed and you 
try and kind of elevate those and make those come alive more in your leadership style 
or in how you engage with people because you know it’s like a disservice if you don’t, 
you know to those people when you know, actually being a black female in a very 
White male dominated industry still in an environment, it has it’s challenges and so 
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when can you try and impress upon that and make sure your staff is, you know, 
crossing the T’s and dotting the I’s where necessary, kind of stuff, but yeah.”. This 
supports Showunmi et al.’s (2016) findings that a dominant emergent theme was for 
people to follow the organisational dominant culture in their quest to succeed, which 
was largely considered to be White male dominated, simply because most of the 
leaders were White males. This also confirms the proposition of Social Role Theory 
that organisational cultures are traditionally western and are hence gendered and have 
gender-based roles. The implications for this is that individuals may possess negative 
perceptions towards females as leaders. This could be a socialised notion based of 
societal views and expectations (Nanton, 2015). This exacerbates the challenges that 
African female leaders face, as alluded to by AFL9, and requires a consciousness and 
potential adjustment of leadership approach to suit the environment, as described by 
AFL6. Having discussed the environmental contributors, the discussion now turns to 
the self-driven actions and personal contributors to leadership style.  
 
6.4.2. Self-driven actions and personal contributors to leadership style  
 
The role of self-awareness, self-reflection and learning from personal experience was 
indicated by AFL3 and AFL9 as lessons that have helped them re-evaluate, develop 
and personally own the moulding of their leadership style. According to AFL3, “… I 
think the biggest influence has been the challenges that I have been faced with along 
the way.” She then changed perspectives based on experience, by stating: “I’ve had 
to change my leadership style based on looking at the world with a different lens. Not 
necessarily other people’s views but knowing that you can't always be the know-it-all, 
and you can't always use the same style of management or leadership in all 
circumstances.” From a personal perspective, this aspect of self is important, and so, 
to be successful, some core competencies that have been identified for females are: 
capable to perform, thus knowing the role; building the desired capability; putting in 
the required energy and continuous learning; the focus on being seen as able, thus 
ensuring that developed competencies are evidenced and recognised; knowledge of 
what they want and the willingness and understanding of what it takes; and, lastly, 
finding people within the organisation to assist them with their strategy (Roslin and 
Montgomery, 2001). The perspective shared above supports these competencies to 
success in as far as they understand their capability, in addition to continuous learning.  
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Finding informal networks of people outside the organisation, outside the common 
environment, inside the bank or externally in the broader financial services can assist 
African female leaders.  AFL3 said: “I’ve tried to find other people, outside of the 
organisation, where I can go and say: “Is that how you experienced me?” AFL7 also 
leveraged networks for her growth, by stating: “If I never had the network of friends 
outside the environment that we could tap into my experiences and then sharing their 
own experiences and giving you an advice to say: “In this situation maybe this is how 
I had and this is the way I approached and it didn’t really quite work out, and this might 
be the best way of handling the matters... So, you learn – So all what has happened 
has given me the growth”. AFL10 indicates the fact that these networks need not be 
formalised by stating: “I’ve got colleagues that have been here 23 years or 30 years 
who I’ve drawn on their wisdom. You know, and their knowledge in terms of mentoring 
me and in terms of coaching me. We’ve never formalised it, but these are people that 
I can go to them whenever I find that I’m in a corner or I don’t know what to do or I’m 
conflicted…” AFL9 described her experience of an informal network of friends: “So a 
friend of mine initiated it but it consists of some of the most, you know, dynamic, most 
wonderful senior leaders around the country to be part of it…so we get together once 
every two months and we are able to talk and stuff”. These networks are described as 
having afforded these African female leaders an opportunity to obtain external 
feedback, test ideas and receive diverse perspectives, and discuss problems and 
potential options and scenarios. These networks serve as a safe place to tap into for 
wisdom, guidance and sharing of experiences.  
 
A significant difference noted in the perceptions of White females and those from 
previously disadvantaged groups, according to Showunmi, Atewologun and 
Bebbington (2016), was White females’ perceptions of networks as an enabler to 
access and progress in their careers. White females spoke positively of access and 
benefits to formal and informal opportunities of networking, which enabled their 
careers, while females from previously disadvantaged groups expressed frustration, 
because seemingly organisational groups that were formed normally excluded them, 
which hindered opportunities for their mobility, promotion and progress into leadership 
(Showunmi et al., 2016). Interestingly, in this study the reference to networks that 
created safe spaces with like-minded people was consistently external to the 
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organisation. This brings into question the gap that exists in the case of internal 
networks, and similar exclusions would occur here, especially amongst African female 
leaders. Access to social networks, which females have traditionally not had, is cited 
as a critical enabler to career mobility and success (Nanton, 2015). Therefore, if they 
are not getting access to internal networks, which may still reflect the traditional ‘old 
boys network’, they may not be leveraging the benefits to career mobility and success 
within the organisation. Roslin and Montgomery (2001) support the notion of the 
benefits of networking and define enablers for females in the 21st century to develop 
their careers as identifying and using people to sponsor them, capitalizing on 
mentorship, learning from role models and leveraging the benefits that can be gleaned 
from networking. The benefits indicated for networking corroborate and confirm the 
above, as stated by AFL3, AFL7, AFL9, and AFL 10. These confirm the definition and 
benefits of networking by Roslin and Montgomery (2001) as allowing a space and 
platform for female exchanges, providing each other with personal support, 
encouragement, advice, opportunities to identify and connect with people who can 
provide information when needed, and a positive and productive approach to 
addressing difficult aspects of work that may be frustrating, challenging and perhaps, 
emotional (Crampton & Mishra, 1999; Wesson, 1998 as cited in Roslin and 
Montgomery, 2001). Having discussed the self-driven actions and personal 
contributors to leadership style, the discussion now turns to the role that organisations 
play in this regard. 
 
6.4.3. The role of organisations  
 
There are several aspects that fall within the ambit of organisations, including that, 
which they can manage and control that have an influence.   
 
6.4.3.1. Career opportunities  
 
Providing African female employees with opportunities to move into new roles can be 
a significant contributor to their leadership development and career exposure.  AFL5 
descried the move from a specialist role into a new role of managing people as eye 
opening and offering new challenging experiences. She stated: “So I think at that stage 
it opened up a lot of things for me, you know, initially when you’re a specialist you don’t 
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really care about management because you’re a team, you work as professionals and 
stuff like that. But then you realise that you actually need to – as much as it wasn’t my 
comfort zone, but you need to manage people because through that you grow as an 
individual. That’s where I really felt I was growing when I was managing people. 
Dealing with performance issues, dealing the hard issues.” This creates opportunities 
for leadership roles, and the more African female leaders are offered these 
opportunities at even a junior management role, the more they can obtain the 
experience and confidence to consider roles of greater complexity.  
 
There are pervasive views that within the financial services industry African female 
leaders occupy support roles and not front office client facing roles. This is a 
contributor to the limited representation of African female leaders in senior roles of 
influence and is a constraining factor. Examples cited are that of P2, P3, and P5. 
Hence, P2 observed: “…was certainly in the Operational space… I’ve actually only 
ever dealt with one African female who worked on the Trading desks.”  In concordance 
with P2, P3 noted: “So I mean I think very under-represented. I think, and I’ve been in 
banking for a long time almost 22 years I think about it. So, I’ve seen probably two 
places. The one is – it’s often in HR or marketing is where you get your Black female 
leaders and then actually some in Technology…Not…I think in the kind of the hard-
core skills in banking which is the world of Credit, or the businesses that are the money 
generators.” Similarly, P5 noted that “in the financial services and in the investment 
banks you are starting to see more and more black females going into front office 
roles. They’re getting this strength of character that says I’m as good as a man and 
they are stepping into roles as dealers, transactors and they are just fast at passing 
men. But those females tend to be more on the aggressive side than being females – 
and they’re like more guys-guys.” Further to this, P5 added: “Some of us in tax, 
accounting and for the most part legal. So, when you look at it like legal compliance – 
oh, and then the pain of my existence here in Capital. You go into Human Capital. 
Human Capital is always run by a female, always. It’s fully staffed like 95% by females. 
The males that are in there are generally in the learning space because they are the 
IT guys because unlike us females who learn how to coach. So, you know, I think in 
Human Capital space we should start making those EE roles and the flipside tangible. 
So, it does tend to be those kinds of roles.” The appointment of African female leaders 
into predominantly support functions perpetuates the glass ceiling, as it is front office 
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client facing roles that traditionally form the sourcing pool for CEO roles and others 
that fundamentally operate the organisation. Similarly, the Chief Financial Officer 
(CFO) role is offered such scope, which is generally occupied by males. White 
females, on the other hand, form the minority representation where roles are afforded 
to females, though they are few and far between. From career opportunities the focus 
turns to the role of learning and development in the development and advancement of 
African female leaders. 
 
6.4.3.2. Learning and development  
 
There is tremendous value in learning and development. The first being that of formal 
development and training. For instance, AFL8 and AFL10 cited the completion of 
formal studies and courses as being beneficial to guide their personal leadership 
competence.  For AFL8 this created a platform for self-reflection. She said: “…with my 
studies, we did a course, which I thoroughly enjoyed, (which) was called personal 
development, which you go through various stages and it's more about digging deeper 
into your inner self and understanding yourself better. So, that also helped me because 
then it also pushed me to re-assess and understand okay, whatever seven types of 
leadership and rank myself. So, that was a good thing for me”. AFL10 asserted that 
the value created from formal studies has assisted her growth: “The development that 
I’ve been given, in terms of even my studies as well, in terms of the leadership courses 
I had to go through… For me those have really paved a way for me to be sitting where 
I am today”.  
 
The next consideration under learning and development is the effect, stimulation and 
growth that arise from mentoring and coaching. Several benefits were highlighted from 
mentoring and coaching at several points in their career; for example, at points of 
uncertainty, starting new roles, and in having a place to discuss issues such as conflict 
and how to address it constructively. AFL3 noted: “When I was at a crossroads, and 
when I had issues that I couldn’t deal with, I found someone outside of the work 
environment who would be my sounding board and a mentor.”  Similarly, AFL7 
mentioned: “I’ve got a coach on the side that I tap into”. In concordance, AFL8 stated: 
“When I joined the bank I soon realised that no, I will need a coach, so I went out of 
my way to get a coach. We then had to deal with the transition within the bank, then 
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obviously coaching stops and then we stopped and now that also I think my role is in 
– it’s evolving; I’ve also sourced a coach… So, they are formal, and I go out of my way 
to find them myself. Luckily with the bank one, I got them through the bank’s coaching 
program, but I went out of my way to find one who I think is more aligned to my sphere 
of work.” The importance of learning, whether it is formal training and development, 
mentoring, coaching or sponsorship, lies in the ability to learn the requisite leadership 
skills as positioned by behavioral theorists, since there are skills and attributes that 
separate leaders from those who do not lead, and these can be learnt (Robbins, 2005). 
This then indicates that through instruction, coaching and observation, one can learn 
to become a good leader (Malos, 2012). This should, therefore, be a critical aspect 
towards the development and advancement of African female leaders.  
 
An interesting dynamic in considering the mentoring and coaching relationship is that 
several examples of people who have played either a mentoring or coaching role to 
support the development of African female leaders, have been White, mostly males, 
but in some instances, females have played this significant role. AFL1 stated the 
following in this regard: “…you find that it’s mainly male dominated… So, it was mainly 
male, especially white… you’ll find more females on the supporting roles…therefore 
finding females mentors, coaches, or people to learn from in client facing roles tend to 
be extremely limited.” This was also noted by AFL2: “I don’t know but my mentor is 
white, you know. It’s a White female. I don’t know whether it’s my perception or its 
reality. I do find some of the black leaders very closed off to bringing, you know, other 
black leaders up…”, and similarly, AFL3 stated: “I’ve been supported by White males, 
funny enough… There weren’t any. Remember, I'm the old stock. There weren’t a lot 
during my time and – Yeah, all the people who have given me an opportunity and who, 
after having given me an opportunity, have supported me to make sure I’m a success, 
were White males.” This scarcity of sufficient experienced females and people of 
colour in positions to mentor and coach seems to be a factor, as well as the perception 
that African female leaders do not want to develop other African female leaders into 
leadership. This finding also confirms the research on PHD syndrome, wherein 
females do not assist in the advancement of other females (Hofmeyr and Mzobe, 
2012). It also potentially draws attention to some form of Queen Bee syndrome that 
exists whereby females who have succeeded in a predominantly male dominated 
environment based on their individual efforts, do not want to develop other females 
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(Ellemers et al., 2004). Having been the first to be successful within the financial 
services environment, which is described as a tough context, there is seemingly a lack 
of willingness by some African female leaders to develop others, and who are thus not 
prepared to give other African female leaders a ‘hand up’ to lift them into leadership 
roles. Beyond learning and development, managers have an important role to play.  
 
6.4.3.3. The role of managers 
 
The role of the manager can be critical in their ability to role-model requisite leadership 
behaviour, provide an environment for their direct reports, flourish as leaders and 
provide support to African female leaders. AFL5 cited examples of leadership 
influences by stating that “there must be that support for the individual, especially from 
the line manager”. AFL8 concurred: “I think my current boss whom I report to in a 
sense that he’s got the good and the bad. So, I’m also able to see what not to do and 
what to do as a leader and because I report to him, I think it also informs where he 
comes out too strongly and I need to manage him then it forces me to change my 
leadership style downwards.” AFL10 declared that “to be led by people that let me 
operate independently. You know, and for me that has really been fantastic... So, the 
support that I’ve gotten, I have tremendous, tremendous support.” Moving beyond their 
leaders, African female leaders themselves have a role to play in supporting other 
African female leaders.   
 
6.4.3.4. The role of African female leaders in supporting other African female 
leaders 
 
Part of their role as managers, African female leaders should support other African 
female leaders who report to them as means to develop into leadership roles. AFL1, 
AFL3, AFL6, AFL8 and AFL10 all affirmed their efforts towards developing people 
within their teams that have progressed and achieved success long after they stopped 
working together. Some found opportunities internally within their respective 
organisations, while others have grown externally in other organisations within the 
financial services industry. AFL2, AFL4, AFL7 and AFL10 opined about moving 
beyond their immediate team to helping others and taking up the role of mentor to 
guide and develop. Also, it is important for managers to provide feedback, as 
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described by AFL9, and evidenced by the lack of feedback that African female leaders 
received from their managers, resulting in their inability to consistently articulate how 
they think they are perceived by their managers. Despite the actions of individuals, the 
organisational culture may be an enabler or a barrier to African female leaders.   
 
6.4.3.5. The organisational culture 
 
A prevalent influence on the experience of African female leaders and their ability to 
advance as leaders was stated as the organisational culture, which set the tone for 
what was accepted in leadership. Hence, the culture of an organisation can impact 
how African female leaders show up and lead. This phenomenon was described by 
AFL2 as environment limitations, when he stated: “I’m finding that, generally, within 
corporates, which may be right or wrong, there are already parameters of how far you 
can go as a black female and there’s already a lot of hierarchy around the black 
female. So, for me, it is to allow the black female space to be…. I just find the 
environments in corporates very restricted and you can see, I mean you can see with 
the younger black females coming up, they are becoming extremely frustrated, you 
know…”.  The perspective shared by AFL5 was that of the multiple role that females 
play, and the cultural awareness, which relates to this. Hence, AFL5 noted: “If, for 
example, that individual is there and it’s a male-dominated environment, you know, I 
think as an organisation people need to be aware, you know, us females we’ve got 
other – I don’t say the males don’t have responsibilities but there’s more that we tend 
to carry, you know, from a family perspective and that sort of a thing…” This supports 
the notion that in terms of organisational culture, there is a general preference for 
values that are stereotypically masculine (Appelbaum et al., 2003), whilst traditional 
organisational structures are patriarchal, which affords males power and privilege over 
females, resulting in the limitation of some choices for females (Fox, 1988). Fuller 
(2004) postulates that the increase in females working, whilst juggling their other 
substantial social roles that they play in family and society, contributes to factors that 
could clarify gender differences in well-being. This view corroborates AFL5’s position 
that womanhood, as perceived by African female leaders, requires them to fulfil 
leadership roles that intersect their home lives and work contexts (Stanley, 2009).  
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There are nuances in cultural dynamics and misreading an environment can have its 
own consequence. AFL8 articulated this as follows: “The more one understands 
themselves the better they are equipped to be better leaders. And so, I just find that 
with African females, in the environment that we’re in, you can easily be, and you can 
misread information. You know the onset rules and you start forming your own story 
and if you don’t have a coach by your side that just help you…” These cultural 
dynamics influence leadership style, approaches to team and team management, and 
at times result in one applying culturally respected and required leadership 
approaches to suit the organisational context, as opposed to personal leadership 
attributes.  
 
AFL5 and AFL6 indicated that the role that one plays may further add to the dynamic, 
and influence one’s leadership approach such as the need to have detailed 
information, as described by AFL6: “I don’t want to believe that, I don’t think I 
micromanage, but I want to know about every detail of what is going on because 
anything can go wrong at any time and I need to be in a position to have answers.” Or 
having to display extroversion, as alluded to by AFL5: “I was in a role where I had to 
be very much outgoing and to a point I could only do it to a point, but I was very upfront 
about it. You know, so maybe that’s what they would say, I’m very upfront about 
things.” This requires having to go out frequently, when in fact, inherently, the 
individual prefers not to.  
 
The importance of the line manager relationship and other forms of support such as 
coaching, mentoring and championing sponsorship were identified by all females as 
critical enablers for success both within leadership roles and their careers (Showunmi 
et al., 2016). This study also confirms the importance of such measures to ensure the 
success of African female leaders. Moving from the influence of organisations, the 
focus turns to the influence of race and gender on perceptions of African female 
leaders.   
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6.5. The influence of race and gender on how African female leaders in the 
financial services industry are perceived 
 
Within the South African historical context, and the influence of diversity and 
transformation within organisations, exploring the impact of race and gender is 
important to determine the extent to which race and gender influence perceptions of 
African female leaders in the financial services industry. Van Knippenberg (2011 as 
cited in Showunmi, Atewologun and Bebbington, 2016) indicates that leaders’ social 
identities, in relation to their subordinates, impact their leadership effectiveness and 
their personal beliefs in their ability to display and apply their personal leadership 
identity. The author’s research showed that from a gender perspective, perceptions of 
the influence of gender on leadership was split with a slant to gender not having an 
impact. Most of the African female leaders indicated working in teams that are 
predominately female within support areas, as opposed to front office. In this regard, 
AFL1, AFL4, AFL5, AFL8, and AFL10 mentioned that in their experience they led 
consistently, whether the subordinate was male or female, and did not allow gender 
to influence their operations. In terms of the perceived influence of race on leadership, 
there was an equal split amongst participants. AFL2, AFL3, AFL4, AFL6, and AFL9 
claimed that race influenced leadership approaches in several ways, with the first 
being from a recognition and dependence perspective. AFL2 stated: “So what I’ve 
found is your White people want to be acknowledged a lot and they want you to rely 
on them a lot and so there is that creation of dependency on them a lot.” However, 
overall feedback from the experiences of managers of African female leaders indicated 
that four of the five of them did not perceive that there was a difference in the treatment 
of individuals based on race and gender.  
 
Contrary to the other African female leaders, AFL1, AFL7, AFL8, and AFL10 perceived 
that race was not a factor in how they lead, or in how they experienced    the 
interactions and responses from their teams. The perspectives of subordinates were 
aligned to this, as they largely opined that race and gender did not have an influence 
on how they were treated by African female leaders. Hence, S1 remarked: “No, I think 
everyone is treated very similar. We’re a small team so she manages the three of 
us…No, I wouldn’t say favouritism at all”. This perspective was also supported by S2, 
who stated: “I personally don’t think so. I did maybe in the beginning. I did feel that 
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there was maybe a connection more with the African females…in the beginning I might 
have felt maybe that way…but I haven’t felt that for a long time.” The initial feeling of 
connection talks to the initial uneasiness perhaps that AFL4 alluded to.   
 
In considering the relationship and impact of manager and employee, a reference can 
be made to the Leader-Member Exchange (LMX) Theory, which places a central focus 
on supervisors’ behaviour and how this can differ amongst different employees that 
report to them, impacting the quality and nature of the exchange relationship between 
them (Milner, Katz, L, Fisher, and Notrica, 2007). The LMX may also impact the 
psychological health of an employee (Karanika-Murray, Bartholomew, Williams, and 
Cox, 2015). The reality is that when there is limited time within the workplace and 
limited energy, the supervisor will, by force of habit or pressure form a closer 
professional relationship with a limited number of subordinates from the team. This is 
purely from a personal efficiency perspective and creates an in-group that is close to 
the manager and an out-group that is distant from the manager (Milner et al., 2007).   
 
In considering the LMX theory, and where there may be an impact on how African 
female leaders in the financial services industry are perceived, resulting in 
relationships based on race and gender, AFL7 indicated that there is the possibility 
that different genders experience her leadership style differently. In respect of race 
and gender, AFL2, AFL3 and AFL6 expressed the view that there would be differences 
in how they are experienced as leaders, and/or how they interact with subordinates. 
There may be real or perceived barriers that impact access to the leader, as mentioned 
by AFL3: “I think it does because I’ve had people who are not Africans, feeling that 
they don’t have as much direct access to me as their African counterparts, which I feel 
anyone has got access to me.” This potential influence of the leader may manifest not 
merely in terms of access, but in other ways too, as declared by S3 in recalling her 
experience with her leader: “The people of colour like myself, there was some other 
African females in the team as well, it felt like we were sort of pushed to the side about 
that.” This example confirms the experience of the in-group-out-group dynamic from 
the LMX model, as described by Milner et al. (2007), which results in variances in how 
people are treated differently. S3 attributed preferential treatment of those from a 
particular race to the race composition of the organisation, and the leader’s prior 
relationship by stating: “The company at the time was made up of more White people 
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than people of colour and the manager also like had relations within the work context 
as well as outside and it almost felt like, you know, that she sort of geared towards 
one side more than sort of understanding the bigger picture.” Hence, the African 
female leader displayed favouritism towards White staff as the organisation’s racial 
composition had been predominantly White historically.  
 
AFL2, AFL 3, AFL 6, and AFL 7 iterated that gender does influence how African female 
leaders in the financial services industry are perceived, as well as their relationships 
with others. AFL2 focused on the differences between how males and females interact 
with her and the attention that they need. She stated that “males related, used to relate 
better with me because we don’t do small talk. We get to the task and we good. 
Females need the more nurturing side of you and so there was that difference, but I 
think it’s an interesting thing as when I started in a leadership environment that’s how 
it was, but now you finding males are actually more sensitive, you know. They want 
you to sit and talk about their weekend and their wives and, you know. So now they 
expect the same thing, now they perceive me the same way…It’s changed. It definitely 
has changed.” The notion that males related better to her than females contradicts the 
LMX theory, which proposes that same sex leader and subordinate relationships have 
a greater likelihood of a better exchange than those of the opposite sex (Milner et al., 
2007). Following from this, AFL3 stated that support and approachability is required, 
and positing: “I think females like the support and the females find it easier to approach 
me, and I think, on the male side, they see the support as giving too much direction 
and being too direct. The males prefer to leave things to the last minute and I’m the 
kind of leader who prefers to know beforehand what’s going to happen when, and I 
find that with males they find that a bit restrictive and they would like to be very flexible 
around deadlines and I am not... I prefer managing females…I’ve had more challenges 
with male employees than with females.” This further supports the proposition of Milner 
et al. (2007) that demographic aspects such as gender impact directly on the LMX 
both theoretically and practically in the nature of the relationships and interactions, 
and there is considerable support for the argument.  
 
AFL6 described her experience: “I think they experience me the same but when it 
comes to issues that are more on a personal level, that obviously impacts on the work 
environment, it is a little bit different for the females as compared to the males… 
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females will have this thing of thinking that they probably know much more than you 
or they are better than you, even though they won’t say it in so many words”. This 
reflects a conflict and power dynamic amongst female subordinates. Within the South 
African context, understanding LMX has gained popularity in relation to race more so 
than gender, which has limited research in comparison to the former. When 
considering how pivotal gender is to social interactions, workplace interactions and the 
impact it has on social engagements in the organisation, it is a point of consideration, 
especially in relation to power dynamics (Milner et al., 2007).  
 
AFL6 highlighted the impact of the gender dynamic in how she is sexualised by 
subordinates, and stated: “It’s the whole sexual harassment, you know, that people 
think they can just get away with murder, you know, they can just try their luck whether 
if you are a boss, whether it’s somebody reporting to you or your bosses’ boss… So, 
I’ve had very horrific experiences of that where a person wants to get involved with 
you, he wants to sleep with you for whatever reason and then your whole life becomes 
a nightmare…So as a female my biggest frustration has always been that people will 
see the person first and the outer body first and then they don’t – they are not really 
interested whether you can think or not.”. This ‘crossing of lines’ refers to the power 
struggles within organisations to some extent.  
 
The context of organisational power dynamics resides in the notion of patriarchy, 
which affords males power and privilege over females as a social construct (Fox, 
1988). The existence of gender discrimination within leadership needs further 
understanding and investigation. It is a persistent and understated concept, which 
extends specifically to relationships that are defined by power dynamics (Milner, 
2007). Merely increasing the representation of females in leadership roles, whilst not 
understanding the influence of the gender dynamic in the exchange between leader 
and subordinates, could have the effect of undermining females in their leadership 
roles, as opposed to supporting them. This is especially the case because there are 
more males in leadership roles than females, and research indicates that females have 
poorer leadership relationships with males than male leaders do with other males, in 
general. Thus, placing females in a precarious position where they are compromised 
in the relationship dynamics, which potentially further add to the effect of the glass 
ceiling phenomenon (Milner, 2007). This notion of power dynamics at play and the 
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precarious situation that females find themselves in is taken a step further by AFL6, 
indicating that this may escalate to unwanted advances and to potential sexual 
harassment of female leaders.  
 
In considering negative impacts, from an unconscious bias perspective, there may be 
natural initial suspicion, as observed by AFL4: “I think at the beginning it does. I think 
it’s a natural thing, it does, and I think people hold back a bit– and there’s a bit of 
suspicion.” Insecurity and the need to validate and justify oneself emerged. This was 
stated by AFL6: “So the race card is that – it’s always very subtle, it’s not very blatant, 
you know. You can sort of see the insinuation. Certainly, as an African female, and 
you have this thing that you always have to prove yourself, you know, you have to be 
– you feel better if you are more qualified than all of them, you feel better if you are 
more experienced but all the time, you always have to validate yourself, wherever you 
go, whoever you interact with, you always have to validate yourself.” This suspicion 
may create withdrawal as the insecurity may serve as a destructive factor for African 
female leaders. 
 
Being cognisant of the challenges for African female leaders and wanting to contribute 
to changing this may manifest itself as the need to promote fellow Black females. This 
was stated by AFL9: “I’m very much a person who says, you know: ‘Black female 
leadership has to move,’ … You know, I probably do impress upon my own experience, 
unfortunately I think people won’t always find – don’t always understand. I mean I 
remember having a conversation with a female, a White female colleague the other 
day around some of the pressures you take on board as a black female.” This view of 
AFL9, wanting other Black females to improve and thus potentially influence how she 
relates to them, supports numerous theorists who have alluded to the influence of the 
characteristics of both the leaders and the subordinates in their exchange and 
relationship (Milner, 2007). These characteristics include age, gender, educational 
background and socio-economic identity. The initial limited understanding of each of 
these other characteristics will be prominent, and increasing research indicates that 
gender has a specific impact on the LMX (Milner, 2007). Further to this, Hill-Collins 
(1990) emphasises that Black females, specifically, have a different perspective, 
because of their underprivileged role, based on their race and gender. Added to this 
is the view of being discriminated against and perceived to be lesser than other races 
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and males, specifically White males, within the organisational context, all grounded in 
a history of fighting against race and gender discrimination  (Booysen and Nkomo, 
2010).  
 
AFL9’s perspective aligns, as it alludes not only to the challenges of gender, but also 
to the intersection of race and gender, as described by Collins (2012). In terms of inter-
sectionality, several factors may be at play such as biology and the view of masculinity 
or femininity, wherein leadership cannot be considered from the limited perspective 
that merely biology and sex determine an individual’s success (Ndlovu, 2012). The 
aspect of gender and the hegemonic role of what is typically female and what is 
typically male infer that the hegemonic role perspective is a favourable indicator of 
perceived appropriate roles (Appelbaum et al., 2003). Aspects of factors that are 
causal to the advancement and success of African female leaders such as dominant 
attitudes, self-confidence of the females, what previous experience they have had, the 
business environment, and the old boys’ club or network, are crucial considerations 
(Appelbaum et al., 2003), some of which have been articulated in this research by 
participants that have been influenced by the advancement and success of African 
female leaders. Having considered the influence of race and gender, the following 
discussion focuses on how African female leaders think they are perceived by others.   
 
6.6. How African female leaders within the financial services industry think 
they are perceived by others 
 
In reflecting on the feedback that African female leaders received from their managers 
and subordinates, they identified several behaviours that are perceived. The first is 
that African female leaders focus on role and delivery. AFL1, AFL2, AFL6 and AFL9 
identified task execution as being a primary element that their managers use when 
they describe them.    
 
In terms of how this compares to the most commonly shared feedback provided by 
subordinates, it focused not on the work, but on how the leader is either able to 
empower or not. This view of empowerment, to some extent, contradicts itself as being 
on opposite ends, since AFL5, AFL7 and AFL9 stated that subordinates perceive them 
to be empowering, while others felt that they did not empower them. Those who 
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perceived themselves to be empowering provided a shared sentiment, as AFL5 
indicated: “I give them their space but if I need things done and I need things reported 
on I want it like yesterday, but generally, I’m not on people’s backs and stuff like that.” 
In similar vein, AFL7 stated: “give us space, never micro-manage, but dare not annoy 
her. Where there’s no delivery this is where they will hear my voice and I will not 
compromise that.” And AFL9 described it in this way: “I give them the opportunity to 
take their spaces and to own their spaces and to the extent that they do it or not will 
determine how much interruption I give them…” They all provided empowerment with 
the proviso that there was delivery. This ability to empower, specifically in the context 
of female subordinates, dispels the notion of the Pull Her Down (PHD) syndrome, or 
Queen Bee mentality (Malveaux, 2005), which can originate from perceptions by 
African female subordinates who consider males to be better leaders from their 
experiences in patriarchal societies (Littrell and Nkomo, 2005; Elsesser, 2011). 
Empowerment goes against these negative connotations and creates spaces where 
African female leaders allow others to grow. Empowerment broadly outside of 
subordinates’ gender can also align to what Prime et al. (2009) describe as a feminine 
characteristic of leadership called supporting, which encompasses encouraging 
others, assisting them and providing the necessary resources, thus acting as an 
enabler. 
 
This view of empowerment contradicts the feedback from AFL6, AFL8 and AFL10, 
who said that their subordinates may describe elements of their leadership as being 
that of micro-managing. Hence, AFL6 indicated: “So, I think that aspect of wanting to 
know everything that is happening, they would probably say I think – they’ve never 
said it directly, but they sort of insinuated that, you know, not that I don’t trust them…” 
In an almost similar vein, AFL8 mentioned: “…I think also there’s a perception that I’m 
a micro manager.” AFL10 stated: “I don’t actually 100% move away because they can 
still see the worry and they need for me to trust them 100% that they can do it, and I 
take that, for me, as like constructive criticism, however, I said to them that because, 
at the end of the day, whatever they have to do in their various disciplines, you know, 
that they look after under my forte, at the end of the day, you know, the buck stops 
with me… What I used to do I would say, you run with the process, but then I would 
have follow-ups. So, is everything okay? How is it going with that? Do you need any 
help? You know, and they said they don’t want that.” Contrarily to empowerment, 
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relishing in power and dominance to the detriment of other females affirms the Pull 
Her Down (PHD) syndrome or Queen Bee mentality (Malveaux, 2005), resulting in a 
lack of empowerment for other females. In the above examples Prime et al.’s (2009) 
notion of supporting as a leader does not appear to be as empowering as the role of 
a manager who works closely with subordinates by providing encouragement and 
resources that enable them to work independently.   
 
It was important to test whether African female leaders are perceived to be resilient 
and that they have the ability to challenge. In terms of the ability to recover from 
setbacks and be resilient, AFL1 shared her perspective, as she believes that her 
manager would describe her as follows: “…resilient and who’s results driven and 
passionate about the job.”, similarly AFL8 indicated what her manager would say: “I 
think he would describe me as resilient. He would describe me as a solid performer, 
whatever that means.” The ability to challenge was a shared feedback point, which 
was articulated by AFL3, when she said that “I think I push people far – to get your 
resolution faster than they are comfortable getting to.” In this regard, AFL4 stated: 
“They would say I actually challenge them, okay. I may come across as very soft the 
first time, but they would say that I actually push them and ask – and push them to try 
different things you know, and they will say that I don’t just accept the norm and I 
guess…” Part of AFL4’s reflection of perception was how she thought subordinates 
would describe her. This aspect of resilience could be based on the challenges that 
African female leaders have experienced historically, and the challenges advancing 
within organisations face, which require them to develop mechanisms to deal with the 
setbacks and challenges. Developing resilience was identified as one of the strategies 
that females employ for gender transformation owing to the difficult context (Dlamini, 
2013).  
 
From a team perspective, being attentive to individuals, and creating safety and 
structure, were emergent perceptions. Being attentive to individuals was a shared 
feedback point from AFL7, when she stated: “I make sure that I attend to each and 
every one of them equally.” Similarly, AFL9 observed: “I’m very much aligned to the 
situations that happen in their lives, I know what’s happening. I know what the issues 
are, I give them the time, if you need to do what you need to do that’s what needs to 
be happening... So, I’m always giving them both performance and personal feedback 
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around where I think they need to grow…” For AFL9 some of how she thought 
subordinates would describe her was also based on her personal assumptions. Again, 
their personal experience of struggle, challenge and being in the out-group may be an 
influencer of them ensuring that they pay attention to individuals to overcome some of 
the discrimination and challenges that they face. AFL6 and AFL8 both mentioned that 
it was important to create safety, and AFL said: “I create a very conducive environment 
to enable them to make errors and it’s very protective”. In alignment to this, AFL8 
described her approach by stating: “I give difficult feedback, but I make them feel good 
about it. So, and they know that I’ve got their back.” The emergent theme around safety 
is to provide an environment that is not punitive, but rather one that fosters the ability 
to make errors and recover, thus allowing for creativity to blossom, whilst receiving 
feedback in a constructive manner.  
 
The leaders also articulated that the ability to provide clarity of structure was important 
for them, and AFL2 and AFL3 were sure that their subordinates would describe them 
as structured.  In this regard, AFL2 stated: “Look, I’m very structured, okay, that’s the 
one thing about me, and I’m very methodical, right, and what I find is, generally, in a 
business there’s a lot of chaos and I bring a lot of structure into that environment and 
staff work better with me because of that, you know.” With regards to providing 
structure, AFL3 had this to say: “I think my subordinates would say I provide structure, 
I am supportive…” This need to clarify and support speaks to the nurturing and caring 
aspect, which is usually used to describe females. These attributes of being attentive 
to individuals, and creating safety and structure confirm the relationship orientation of 
female leaders, with characteristics such as being supportive, providing 
encouragement, team-building, and rewarding subordinates, considered to be 
relational (Prime et al., 2009). 
 
The remaining leadership behaviours that African female leaders thought their 
subordinates would use to describe them were not consistently shared views, but 
rather individual indicators, namely being balanced, not being warm and avoiding 
gossip. There was a balance here of what was based on feedback and what was 
based on supposition, or how they think they would be described. The African female 
leaders also thought that their managers would describe them as displaying empathy 
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and warmth, being a natural leader, being decisive, empowering and being firm, yet 
fair, but these were not consistently shared.  
 
An interesting aspect that was clear from most of the interviewees was that they could 
not concretely state how their managers viewed them, based on feedback from their 
managers, and seemingly did not have discussions with their managers about 
personal feedback in this regard. Instead, they surmised what the feedback might be 
based on how their leaders treat them. AFL7 described the lack of personal feedback 
by saying that “not many managers do give you the feedback… They don’t give 
feedback. They don’t. So, you never know. Though, yes, in the PA – I think when we 
do the performance reviews we do not give much of a personal who you are, but we 
focus more on the work delivery.” The African female leaders had a greater certainty 
on feedback from subordinates; however, it was not consistent, as some perceptions 
were deciphered or inferred. This lack of direct engagement on feedback between 
African female leaders and their managers is intriguing and brings into question the 
dynamics at play. This may be owing to the level of seniority and what impact regular 
feedback would have for greater success. The discussion now focusses on the impact 
of this feedback and how African female leaders think they are perceived by others.  
 
6.7. The impact of the way in which African female leaders in the financial 
services industry think they are perceived by others about their 
leadership style 
 
Having reflected on the feedback that they received, and considering its impact, it 
emerged that of the 10 African female leaders that were interviewed, AFL5 and AFL6 
were the only individuals who indicated that they had not reviewed or altered their 
leadership approach, based on feedback received from others. Instead, for them their 
changes in leadership style were rather based on self-reflection and introspection, and 
on what they felt was required personally. In considering what the requirements may 
be, AFL6 looked to her role models, who are themselves successful leaders, for 
guidance.   
 
The remaining eight African female leaders confirmed that feedback from subordinates 
influenced their leadership style, because having received this input, they would re-
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assess and proceed by integrating the external views into their personal development. 
This feedback came from various forms such as one-on-one meetings, 360-degree 
survey feedback and general discussions.  For AFL1, it was feedback on her blind 
spots, while for AFL2, it was input from her team, which she described: “I took it as 
good feedback, right, because, number one, I know my personality, I understand my 
personality. I know, for example, I’m very picky about who I allow in my space, you 
know? So, when they said that it didn’t conflict with what I already know about me, you 
know, but what it said to me was: ‘We would like you to manage us this way.’ You 
know, so I actually took it positively. I mean it didn’t affect them negatively or us 
negatively, you know...” AFL7 said that it was feedback that she received through her 
personal leadership transition and career that made her move from being arrogant to 
displaying some humility and being cognisant of her engagement with others. She 
stated: ““I think in the journey you start – because when you start becoming or getting 
into leadership sometimes it’s driven by an ego kind of a thing to say: ‘I’ve arrived,’ 
and then you display a very arrogant kind of role and then in that and then you discover 
to slow down or people will give you feedback and then you have to adjust your way 
of engaging with the people because if the people didn’t give me that feedback I 
wonder if I would’ve changed.”   
 
AFL8 claimed that it was feedback that she received from a team exercise, wherein 
the team was requested to provide her with feedback to understand her leadership 
impact better; she then used that feedback for her own development: “I did then start 
making a conscious effort to improve on it. I’m not doing very well still but I’m very 
conscious of it.” This feedback indicates the openness to reflection, learning and 
personal development based on the input of others. This capability will enable the 
African female leaders to enhance their personal leadership capabilities and respond 
appropriately to what the team and organisation require of them. This balance and 
tension needs to be held with their personal values, beliefs and leadership approach 
to ensure that their leadership development is grounded.   
 
The opportunity identified from the experiences that were shared is for African female 
leaders to receive consistent, evidence-based feedback on their personal leadership 
attributes, and on how they are experienced by others as opportunities to develop 
themselves further and enrich their approaches to leadership. Research that Dubrin 
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(2007 as cited in Nanton, 2015) conducted indicate that males and females were both 
considered to be effective leaders. However, females were perceived to display 
leadership capabilities that were more relationship-oriented compared to males, who 
were thought to have a greater focus on the task (Dennis and Kunkel, 2004, Prime et 
al., 2009). In the current study there seems to be a heavy task focus in the feedback 
that the African female leaders received regarding their leadership approach, which 
contradicts this. There are also some inconsistencies in respect of when and how 
feedback is received. The focus now turns to the study’s contributions.   
 
6.8. Contribution of current study  
 
The objective of this research was to contribute to the limited body of knowledge 
regarding African female leaders in leadership. In so doing, the research was located 
within the banking environment of the financial services industry in South Africa and 
considered perceptions of African female leaders. For the purposes and scope of this 
study, leadership was considered amongst those who are in management, managing 
teams, strategies and functions within the financial services industry, and who occupy 
senior levels positions within the organisation. The opportunity presented in this 
research is to contribute to the expansion of knowledge and theory in this field, based 
on the paucity of research, and not merely to validate what already exists in leadership 
theory. Similar to the objective of Showunmi et al. (2016), the focus of this research 
was the exploration of how African female leaders in South Africa understand their 
personal leadership experiences; a key tenets was examining leadership perceptions 
of a group that can be considered to be fairly under researched with the hope of adding 
to the development of leadership theories that are more inclusive within the 
organisational context. Most recent studies in this domain, such as that by Booysen 
and Nkomo (2010), acknowledge the need for further research in this space. This 
study has further contributed specifically to an understanding of this paradigm within 
the financial services industry in the financial services industry as a specific area that 
requires focus.  
 
This research proposes considerations at both an individual and organisational level 
to support the development and representation of African female leaders in leadership, 
as well as to guide their leadership towards greater success as leaders. Thus, the 
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benefits that are identified will contribute to individuals, as well as South African 
organisations in forming appropriate strategies to address the paucity of African 
female leaders in leadership roles. A model for the collaborative development of 
African female leaders is proposed in an endeavour to promote African female leaders 
and their successes.  
 
Regarding the robustness of this research, a mixed methods approach was employed 
in two phases. The first was quantitative in nature, where questionnaires were 
distributed for respondent perspectives, and the second was qualitative, involving 
interviews to obtain views from participants’ lived experiences. The results of these 
two facets were then triangulated during the discussion of findings phase. The value 
of this mixed method approach and the use of triangulation assists in the confirmation 
and validation of results, whilst enhancing the ‘why’ explanation of the results, and 
validity of the data and the overall results (Bryers, van Teijlingen and Pitchforth, 2014; 
Creswell and Plano-Clark, 2011). This robustness gives greater grounding and 
confidence to the study’s results and conclusions. It further enables the researcher to 
adapt his/her explanations and assumptions that are made through the addition of 
another form of data to confirm or disconfirm the findings, and thus adds further 
conviction to the results and thoroughness of the research (Bryers, van Teijlingen and 
Pitchforth, 2014). In reflection of the study and considering the process end-to-end, 
there are some limitations that have been identified within this research, which are 
presented below.   
 
6.9. Limitations of the study 
 
Every effort was made in this study to achieve the research objectives; however, there 
were certain notable limitations. The first limitation pertains to the quantitative 
component of the study. For instance, the number of respondents for the study was a 
limitation in terms of the number of respondents as a percentage of the organisation 
at large. The respondents represented a small sample within the participating 
organisations, and thus an even smaller sample of the four major banks combined 
within the financial services industry.   
 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
413 
 
Secondly, added to the first limitation, is the fact that only two of the four major banks 
participated in the study, which limited a fully representative sample. Within these 
organisations there were variances in the departments that the respondents came 
from, as some departments had a greater representation of African female leaders 
than others, and this may have impacted the outcomes. There was no indication of 
which bank section individuals came from, and whether or not there was a fair 
distribution of diversity.   
 
Thirdly, within the participant organisations, access was obtained for certain 
components and not for the organisation, at large, which limited access to people who 
could respond to the research as a defined group, and not as the whole organisation.  
Fourthly, more interviews could be conducted with a wider sample of subordinates, 
peers, managers and African female leaders to obtain more perceptions, which would 
enrich the data.    
 
The fifth limitation in the process of statistical analysis, as indicated by Tabachnick 
and Fidell (2001), is that of the Exploratory Factor Analysis (EFA), where they describe 
it as “decisions about number of factors and rotational scheme are based on pragmatic 
rather that theoretical criteria” (Taherdoost, Sahibuddin, and Jalaliyoon). This refers to 
subjectivity in the EFA process, which allowed the researcher to contribute to the 
decision making, which determined the factors, thus requiring a level of sound 
judgement and systematic decision making to limit subjectivity.  
 
The sixth limitation is that the SDI instrument that was used provided an indication of 
the items; however, it did not provide the descriptors of what they mean. This lack of 
descriptors aligns to previous studies that were conducted, where they generally 
provided correlations without the information detailing the substantiating content on 
the stereotypes of females, males or leaders, as it only provided the overall view of 
the dominant perceptions (Koenig et al., 2011). Having discussed the limitations of the 
current study, the next section proposes scope for future research. 
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6.10. Scope for future research  
 
Future studies could replicate this study; one way to enhance this research is to 
expand the sample of respondents as means to obtain a broader view of perceptions 
across the financial services industry. This research was conducted across multiple 
organisations in financial services industry and provided a combined view. It may be 
considered to replicate the study across the four major banks independently, and then 
to compare the results to understand if there are any organisational contextual 
variables at play. The results of further research could then be compared to those of 
the current study.  Some interesting metaphors emerged from the perceptions of 
African female leaders; however, this was limited, and a study to consider wider 
metaphors and meaning would add further depth and a new perspective.  
 
6.11. Summary 
 
This chapter discussed the research findings, using the quantitative and qualitative 
data analysis process. It was clear from the participants’ experiences that the 
presence of African female leaders in leadership roles within the financial services 
industry as managers and drivers of strategy, remains limited. The impact of this 
limited representation of African female leaders in leadership roles was that 
respondents had restricted exposure to African female leaders in leadership roles to 
reference their experiences. Emergent from the perspectives of subordinates of 
African female leaders, peers of African female leaders, managers of African female 
leaders and African female leaders themselves, were some similarities in their 
definitions of the characteristics of African female leaders. Further to this, some 
differences are noted that are ascribed to each of the respondent groups.   
 
African female leaders were perceived to not display destructive characteristics     such 
as deviousness, vulgarity, aggressiveness, deceit, bitterness, and selfishness in their 
leadership approach. Further to this, African female leaders were not perceived to 
display withdrawal characteristics such as being shy, nervous and demure. They were 
perceived to display intrapersonal capabilities such as consistency, leadership, 
intelligence, analytical ability, ability to separate feelings from ideas, competent, 
objective, firm, prompt, knows the way of the world, is well informed, ambitious, desires 
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responsibility, self-controlled, decisiveness, directness, self-confidence, steady, 
assertive, tactful, logical, skilled in business matters and self-reliant. They were also 
perceived to display interpersonal capabilities of being sympathetic, valuing pleasant 
surroundings, understanding, gratefulness, awareness of the feelings of others, 
intuitiveness, humanitarianism, helpfulness and kindness. Lastly, they were perceived 
to display internal derailers that were identified as fearfulness, submissiveness, 
uncertainty, frivolousness, timidity, wavering in decision making, passivity, and 
quarrelsomeness.  
 
An analysis of variance (ANOVA) to assess respondents’ perceptions of African 
female leaders, females, successful middle managers and males in the financial 
services industry in terms of positive and negative leadership characteristics revealed 
that there is a significant difference in respondents’ perceptions of African female 
leaders, females, successful middle managers and males in the financial services 
industry in terms of the abovementioned negative and positive leadership 
characteristics.  
 
In the experiences of what has made African female leaders successful, actions that 
can be attributed to individuals’ self-drive were identified, including organisational 
factors such as mentorship, sponsorship and formal development. This chapter 
focused on the contribution of the current study to the existing body of knowledge, 
considered limitations to the current study, and further suggested areas for future 
research.  The final chapter of this study provides recommendations and a conclusion, 
based on the study’s findings.  
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CHAPTER 7: Recommendations and Conclusion  
7.1. Introduction      
 
The focus of the study was on perceptions held towards African female leaders. The 
preceding chapters presented perceptions of African female leaders in the financial 
services industry, namely banks. The perspectives gleaned were from various people 
and roles in relation to African female leaders, including African female leaders 
themselves. The problem statement was proposed as follows: African females were 
previously disadvantaged through a lack of full labour participation. This resulted in 
limited representation of African female leaders in senior leadership roles in 
organisations. This imbalanced representation formed the basis for the introduction of 
legislation, and transformation and organisational practices to encourage the 
participation of African females in leadership. These practices to encourage 
participation have been met with arguments regarding the eligibility of females to fill 
these senior roles, whether there is any merit in the leadership styles of females, and 
whether African female leaders can be good leaders.  
 
The findings provided perspectives on perceptions of the leadership characteristics of 
African female leaders, perceptions of the influence of race and gender, and 
indications of contributors to the success of African female leaders that should be 
considered to foster more opportunities and greater representation within leadership 
roles. 
 
7.2. Overview of the findings 
 
The study found that in considering perceptions held towards African female leaders, 
those behaviours that were deemed to be uncharacteristic of African female leaders 
were considered under two factors, namely destructive characteristics and withdrawal 
characteristics. Conversely, those behaviours that were deemed to be characteristic 
of African female leaders were considered under three factors, namely intrapersonal 
capabilities, interpersonal capabilities and external derailers.  
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Destructive characteristics were identified as behaviours that African female leaders 
do not exhibit and, which may be harmful. In relation to this factor, African female 
leaders were perceived to not be: devious, vulgar, deceitful, bitter and selfish. In terms 
of being aggressive, there were inconsistent views, as some perceived African female 
leaders to indeed be aggressive. Furthermore, there was also a perception that African 
female leaders can be hard and hard drivers. Identified here was the paradox that as 
females are not expected to be aggressive, the hard character and aggressiveness of 
African female leaders is seemingly amplified, not necessarily being more aggressive 
than males, but being perceived to be owing to the lack of expectation of them to be 
that way. The perception of being aggressive aligns to how males are perceived, while 
females and successful middle managers are not perceived to be aggressive. African 
female leaders and successful middle managers were both not perceived to display 
destructive characteristics. Notably, successful middle managers seem to avoid 
destructive characteristics more than African female leaders. There was a difference 
in respondents’ perceptions of African female leaders and males, because even 
though African female leaders were not considered to display destructive 
characteristics, males were perceived to display destructive characteristics. Like 
successful middle managers and African female leaders, females also did not display 
destructive characteristic like males. African female leaders were perceived to avoid 
destructive characteristics even more so than females.  This indicates that African 
female leaders, successful middle managers and females were all not considered to 
display destructive characteristics. However, males alone were considered to display 
destructive characteristics.  
 
5.10. Withdrawal characteristics were identified as behaviours that African female 
leaders do not exhibit and, which may be potentially protective and foster avoidance 
or make African female leaders to drawback. In relation to this factor, African female 
leaders were perceived as individuals who are not shy, nervous and demure. These 
are characteristics, which traditionally may have been stereotypical of females, which 
have strangely not been associated with African female leaders. African female 
leaders and successful middle managers were both not perceived to display 
withdrawal characteristics. However, successful middle managers were notably 
perceived to avoid withdrawal characteristics more so than African female leaders. 
Like African female leaders and successful middle managers, males do not display 
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withdrawal characteristic as females do. In fact, males seem to even avoid withdrawal 
characteristics more than African female leaders. Notably, females were the only 
group that displayed withdrawal characteristics. African female leaders, successful 
middle managers and males were perceived to not display withdrawal characteristics. 
 
Intrapersonal capabilities were identified as behaviours that African female leaders 
exhibit that occur internally to African female leaders, inherently inside themselves, 
and, which relate to themselves. In relation to this factor, African female leaders were 
perceived to be: consistent, possessing leadership ability, intelligent, having good 
analytical ability, able to separate feelings from ideas, competent, objective, firm, 
prompt, know the way of the world, well informed, ambitious, desires responsibility, 
self-controlled, decisive, direct, self-confident, steady, assertive, tactful, logical, skilled 
in business matters and self-reliant. Additional behaviours that were identified as 
characteristic of African female leaders were: certainty, strength of character; courage; 
and ability to challenge the status quo. African female leaders and successful middle 
managers were both perceived to display intrapersonal capabilities. However, 
successful middle managers were perceived to display intrapersonal capabilities more 
than African female leaders. Like African female leaders and successful middle 
managers, females also were found to display intrapersonal capabilities.  
 
Interpersonal capabilities were identified as behaviours that African female leaders 
exhibit that occur between African female leaders and others or other variables. In 
relation to this factor, African female leaders were perceived to be: sympathetic, values 
pleasant surroundings, understanding, grateful, aware of feelings of others, intuitive, 
humanitarian values, helpful and kind. Further identified behavioural characteristics of 
African female leaders include: a pervasive sense of valuing diversity, as well as 
empowering others. African female leaders, females, successful middle managers and 
males were all perceived to display interpersonal capabilities. African female leaders 
and females were both perceived to display interpersonal capabilities. However, 
females were considered to display interpersonal capabilities more than African 
female leaders. Like African female leaders and females, successful middle managers 
and males were also perceived to display interpersonal capabilities; however, 
successful middle managers were perceived to display interpersonal capabilities more 
than males. Although all four groups were perceived to be characteristic of 
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interpersonal capabilities, African female leaders were perceived by respondents to 
display them the least. 
 
Internal derailers were identified as behaviours that African female leaders exhibit that 
have the potential and ability to become obstacles to their progress. In relation to this 
factor, African female leaders were perceived to be: fearful; uncertain; submissive; 
frivolous; timid; wavering in decision making; passive; and quarrelsome. Further 
identified behavioural characteristics of African female leaders were: self-critical and 
lack of confidence; insecurity; defensiveness; and a tokenism complex. Successful 
middle managers were not perceived to display internal derailers like African female 
leaders. Females, like African female leaders, were also perceived to display internal 
derailers. Conversely, males and successful middle managers were not perceived to 
display internal derailers. The findings, therefore, reflect that African female leaders 
and females were perceived to be fearful, uncertain, submissive, timid, passive and 
quarrelsome, as opposed to successful middle managers and males. 
 
Factors that influenced the success of African female leaders were considered. In 
terms of the influence of the environment as a contributor to the success of African 
female leaders, the ability to identify role models external to the organisation was 
identified; the consequences for the management of unethical behaviour within the 
organisation; and clear guidelines for acceptable behaviours for success. In terms of 
what African female leaders have done personally to contribute to their success, was 
drive and the sourcing of personal networks external to the organisation as a support 
structure. Lastly, the greatest influence for the success of African female leaders was 
from an organisational perspective in terms of creating career opportunities; offering 
formal learning and development, including coaching, mentoring and sponsorship; line 
managers who are more supportive and role models; African female leaders who have 
been successful to develop other upcoming African female leaders; and building an 
organisational culture cognisant and responsive to diversity.  
 
In terms of factors influencing leadership in South Africa, race and gender were 
identified as having an influence on leadership approach by some subordinates, 
managers and African female leaders but not by all of them. The debate of race and 
gender influence was seemingly influenced by environmental factors; African female 
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leaders’ own history; the desire to advance other African female leaders; the 
organisational context and the race and gender behaviours to promote; and natural 
response under pressure to align to one race or gender over another. This is an 
important concept to understand, as the reality is that African female leaders form the 
minority in leadership, and if race and gender influence the relationship between 
leaders and subordinates, this can have some negative consequences for the 
advancement of African female leaders, since their managers are likely to be White 
males and their subordinates are likely to comprise diverse races and be both males 
and females.  
 
African female leaders are of the view that they are somehow perceived as task and 
execution focused, displaying strength of character, being resilient and having the 
ability to challenge.  From a team perspective they believe that they are perceived to 
give attention to individuals and create safety and structure. The contradictory view 
was around empowerment, where some African female leaders considered 
themselves to be described as empowering others, while others perceived them to 
micro-manage at times. There seems to be an alignment here in terms of how they 
think they were perceived in relation to how they are perceived.   
 
The perceptions that others have of African female leaders do have the ability to 
influence how they show up as leaders. By taking on-board feedback from largely 
subordinates through surveys, 360-degree feedback and other mechanisms, they can 
alter and develop their leadership as needed. Further to this is the opportunity that 
they have had to alter their leadership style, based on role and culture requirements. 
What was glaringly evident was the poor feedback mechanisms from managers of 
African female leaders. These conversations tended to be focused on task and 
achievement, and not on their approach, qualities and development of leadership 
characteristics for success. They inferred how their managers would describe them, 
based on their interpretation of how they are treated by their managers. This is 
identified as a missed opportunity for the direct and deliberate development of the 
leadership capabilities of African female leaders, as a lack of feedback on their 
strengths and areas of development, is a hindrance to their success and 
advancement. Also, the consequence of African female leaders changing their 
leadership approach to fit the organisational context may be that the organisational 
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culture does not change to accommodate new leadership approaches of diverse 
groups such as African female leaders who bring their own contributions. Instead, they 
would require them to fit into the western, White male dominated organisational mould. 
This lack of cultural transformation would be a failure to recognise diversity, including 
diversity in the organisation, which ultimately would be a hindrance to the experiences 
and advancement of African female leaders.  
 
7.3. Recommendations  
 
How African Female leaders are perceived has a direct influence on their experiences 
within their organisation, and their likelihood for opportunities and success as leaders. 
Therefore, it is critical for individuals and organisations to consider how they can 
positively change peoples’ perceptions of African female leaders. This research 
proposes a systemic view of what the researcher believes to be formative elements 
for the success of African female leaders. These recommendations are based on the 
research study’s findings.   
 
7.3.1. Create an understanding of leadership for African female leaders who 
have a desire to lead 
 
At an individual level, African female leaders’ personal characteristics, attitude, 
behaviour, and cultural and gender identity shape how they show up, interact and lead, 
influencing their lived experiences and ability to thrive. The starting point to their 
careers is that they need to express the desire to lead. Willing leaders will take on the 
challenge even if it is daunting and will be open to and invest time in their personal 
development. The desire to lead alone cannot be considered as sufficient, as a 
foundation to creating successful African female leaders, which in turn results in 
positive perceptions of African female leaders. It is imperative that at the outset that 
organisations should invest in identifying African female leaders who have a desire to 
lead and an understanding of leadership. This may take the form of individual 
psychometric assessments for African females with the potential to lead, whilst 
understanding their personal traits, abilities and potential for leadership. This can be 
followed by formal development programmes to build leadership understanding and 
capability. Further to this, it may be supplemented with mentoring and coaching. This 
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would ensure that African female leaders are equipped with the requisite leadership 
skills to lead effectively, be successful, and foster positive perceptions of African 
female leaders.    
 
7.3.2. Management of destructive and withdrawal characteristics through self-
assessment and feedback  
 
African female leaders were confirmed as not being perceived to display destructive 
and withdrawal characteristics. It cannot be assumed that the status quo will remain 
in perpetuity; therefore, to ensure that this perception remains, it is important that 
appropriate measures are implemented. One recommended practice is 
implementation of regular feedback mechanisms for African female leaders to solicit 
regular feedback as assessments of their leadership, and for those that they engage 
with to be able to proactively provide feedback. Hence, should any of the destructive 
or withdrawal characteristics begin to emerge in future, they will be able to actively 
work on improving these perceptions. As identified in this study, a missed opportunity 
with African female leaders is receiving regular feedback to enhance their leadership 
capability, which was largely from their managers; however, in some cases it was 
broader than that. Feedback on African female leaders’ leadership capabilities can 
actively contribute to their personal development, resulting in positive perceptions of 
African female leaders. The recommendation is for a formal feedback process to be 
implemented through 360-degree feedback on the leadership characteristics of 
African female leaders, and how they are experienced and perceived by subordinates, 
peers and managers of African female leaders. This will confirm if perceptions are 
positive or negative, and where negative perceptions are identified, appropriate 
measures can be implemented to address areas of development to create positive 
experiences and perceptions of their leadership. 
 
7.3.3. Enhancing intrapersonal capabilities and interpersonal capabilities 
through mentoring, coaching and sponsorship  
 
In terms of intrapersonal and interpersonal capabilities, African female leaders were 
perceived to display characteristics under both factors. However, regarding 
intrapersonal capabilities, successful middle managers were perceived to exhibit 
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these characteristics more so than African female leaders. Similarly, regarding 
interpersonal capabilities, successful middle managers were perceived to exhibit 
these characteristics more so than African female leaders. The opportunity that African 
female leaders face in this regard is to enhance their abilities in respect of these 
characteristics to a higher proficiency to be perceived more favourably in line with 
perceptions of successful middle managers in leadership.  
 
It was clear from the findings that mentoring, coaching and sponsorship are important 
as enablers to development and to enhance proficiency. The premise is that this 
focused guide from an individual with experience served to speed the rate of 
development when individuals perceived that they were not ready for development or 
needed support to elevate themselves. Also, in transitioning between roles and during 
times of uncertainty, mentors, coaches and sponsors assisted with the transition. A 
key attribute was that often the individual described as supporting the African female 
leader was different to them, and largely in this case they were White males. 
Organisations have an opportunity to establish formal mentoring, coaching and 
sponsorship programmes for African female leaders to leverage in their leadership 
development, while a component of this would also be to define the difference between 
the benefits of mentoring, coaching and sponsorship, and their application. This 
directed one-on-one support of the African female leader provides an opportunity to 
enhance their existing intrapersonal and interpersonal capabilities, based on their 
unique needs and context. It also offers them an opportunity to learn from others such 
as successful middle managers who already have the competency and can share from 
their experiences. Thus, resulting in enhanced capability and leadership proficiency, 
which contributes to constructive, encouraging and positive perceptions of African 
female leaders.  
 
7.3.4. Reducing and eliminating internal derailers through formal development  
 
In terms of behaviours that African female leaders exhibit, that have the potential and 
ability to become obstacles to their progress, since African female leaders and 
females, in general, were the only groups to be perceived as fearful, uncertain, 
submissive, timid, passive and quarrelsome, and not successful middle managers and 
males. In addition to these characteristics, African female leaders and females were 
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also considered to be frivolous and wavering in decision making. Although categorised 
as in the positive group of factors owing to them being characteristic of African female 
leaders, these behaviours have a negative connotation and diminish the perceptions 
of African female leaders.  
 
The recommendation to address internal derailers is that structured, formal 
development interventions should be established in the development plans for African 
female leaders to address this directly. The proposed focused on on-going learning 
and development to up-skill African female leaders should assume two forms. The first 
is development of personal mastery, creating a space to understand one’s self, 
personal drivers, historic background and how it has shaped them, leadership style 
and their shadow side, resulting in internal derailers. The second component to ensure 
that they have sufficient confidence and credibility is to benchmark the technical and 
functional competence, which is required for their leadership role, and to ensure that 
they receive adequate training and development to be proficient and competent. This 
combined approach of personal mastery and technical development should result in 
the improvement and hopefully elimination of internal derailers, and significantly 
improve perceptions of African female leaders.  
 
7.3.5. Creating safe spaces for African female leaders to engage with others  
 
A critical component of the experience of African female leaders is their abili ty to 
engage in networks. The first form of networking that the researcher proposes is with 
people who have had similar experiences to them. This would be other African female 
leaders and should potentially include females, broadly, to share knowledge in a safe 
space, seek advice and test concepts without fear of failure. This would promote more 
encouraging perceptions of African female leaders amongst themselves, as they 
identify the power, influence and success that other African female leaders have had 
in their stories. Increased perceptions of their capabilities and how they are 
experienced when testing their ideas with other African female leaders, will enable 
them to trial and practice their approaches before displaying them in the workplace. 
Networking can provide them with tools and support to respond in the work 
environment with greater insight, confidence and structure in their leadership approach 
because they would have tested these. These safe spaced to engage offer them the 
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ability to learn from other people’s experiences, build their personal profiles and find 
positive influences. This should enhance how they are perceived.   
 
The second form of networking that the researcher proposes is engaging with internal 
networks within the organisation to build relationships, break down historic barriers of 
the ‘old boys club’, and provide platforms so that diverse groups may begin to 
understand each other better. This will provide an opportunity for African female 
leaders to build their self-confidence and self-belief in a constructive environment. 
Networking will allow them to build relationships with people who they historically did 
not have access to network with in the past such as the ‘old boys club’ through golf or 
cycling, which are stereotypical activities   of exclusive boys’ clubs in the financial 
services industry. This should build constructive perceptions of African female leaders, 
particularly amongst White males, with whom they would not have had previous 
access to. As the engagements occur it will also build their exposure and confidence 
in their ability to engage with diverse leaders, and hence solidify any self-doubt 
regarding tokenism and their legitimacy.   
 
7.3.6. Organisational training on diversity, inclusion and bias 
 
Transformative changes require a change in societal views on race and gender. This 
type of transformation is a long term process, which involves several aspects, one of 
which is the role of organisations in creating systemic cultural change. Creating a 
context and environment where all employees can succeed by bringing their true 
selves to work without facing discrimination based on existing perceptions, limiting 
systems and exclusion, is important. The first aspect that should be considered in this 
regard is the organisational environment and to what extent it enables the success of 
all people in leadership in spite of their race, gender, heritage, age and any other 
differentiating factors. To start changing perceptions that exist, awareness of inherent 
biases should occur, and one way of doing this is through sensitivity training on bias 
and prejudice across organisations to raise awareness of the existing stereotypes that 
may disadvantage people, based on race, gender, social background and several 
other factors. Therefore, educating employees on these sensitive issues is imperative. 
This also offers an opportunity to provide employees with practical tools and enablers 
for them to interrogate and challenge their biases. The most effective application of 
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bias training is when it goes beyond mere awareness of bias, but rather extends to 
facilitate and encourage individuals to not consider others from a stereotypical 
perspective. Without any direct call to action, creating awareness of bias in isolation 
may in fact serve to reinforce stereotypes. It is also imperative that top management 
not only supports, but also become active sponsors and advocates of initiatives for 
greater success and effectiveness. 
 
7.3.7. Review of organisational practices to eliminate bias and discriminatory 
practices  
 
At an organisational level, internal structures, policies, systems and practices and 
organisational culture shape the context in which all employees operate, including 
African female leaders. Therefore, it is important that these are reviewed to understand 
to what extent they promote diversity or reinforce the stereotypical biases of the past.  
Furthermore, the inherent beliefs, values, attitudes and behaviours that are rewarded 
and recognised add to the pervasive culture of organisations and how things are done 
internally. Therefore, to actively remove biases from the organisation, human 
resources processes of selection, development, promotion and reward should be 
reviewed to remove race and gender biases, ensure that multiple perspectives 
contribute to creating inclusive practices, and dispel past discrimination.   Only through 
implementation of effective practices can there be deliberate action to create positive 
experiences in relation to African female leaders, and thus create better perceptions 
of them as leaders.  
 
7.3.8. Story telling of successful African female leaders in the organisation 
 
With limited representation of African female leaders in senior roles, it stands to reason 
that there are limited examples of successful African female leaders as role models. 
This emerged in this study, as respondents had limited exposure to a small sample of 
African female leaders to reference their feedback on perceptions of African female 
leaders. It is critical that organisations should foster role models of successful African 
female leaders to create awareness of who they are, the value that they bring, the 
contributions that they have made to the organisation, and the leadership roles that 
they play to enhance existing perceptions. This proposed creation of awareness must 
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be of a wide scope, inclusive of the stories of African female leaders in various 
functions such as front office, client facing roles, as well support roles to dispel 
negative perceptions of what roles are and are not suitable for African female leaders. 
To profiles stories of African female leaders from different cultural backgrounds, family 
dynamics, educational background and leadership approaches, will contextualise that 
not all African female leaders have the same experiences, which should create 
appreciation for diversity. The desired outcome of this deliberate effort would be a 
change management mechanism so that other African females who aspire to one day 
be African female leaders or African female leaders wishing to rise to higher levels of 
seniority, may learn from the experiences of the profiles of successful African female 
leaders. Profiling their roles, contributions and successes provide platforms for them 
to be role models to others, dispelling notions of the glass ceiling and pervasive 
barriers, and shedding light on what they have done, which result in their success. 
Sharing examples of the diversity that they bring and contributions to organisational 
success also positively enhances perceptions of African female leaders amongst 
those who may not have direct access to them such as subordinates, peers or 
managers.  
 
7.3.9. Assessment of employee sentiment  
 
To have a true sense of employee sentiment and perspectives, organisations should 
solicit employees’ feedback of their experiences within the organisation. This cultural 
assessment should be conducted frequently and should provide ongoing, consistent 
measures of climate and sentiment. Traditional annual engagement surveys that 
organisations participate in are outdated, while the lead-time for feedback takes 
months. Mechanisms that measure organisations in this respect should be agile. 
Therefore, the recommendation is for real-time diagnostics that will both allow the 
organisation to frequently assess climate, as well as employees, to proactively provide 
feedback at any given point. This should give organisations insight into whether certain 
race and gender groups are experiencing the organisation differently, if African female 
leaders are experienced and perceived differently based on their teams’ feedback in 
relation to others, and whether the environment is perceived to be diverse and 
inclusive to people of different backgrounds. Thus, shedding light on whether the 
organisation is still stuck in the ‘think manager-think male’ paradigm, or if it has 
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transformed. This insight provides tangible diagnostics for the organisation to act on 
in either focusing on practices, development, line managers or any other emergent 
area to improve experiences and perceptions of diversity, inclusion and African female 
leaders.  
 
7.3.10. Train and develop managers to lead diverse teams  
 
To change perceptions of African female leaders, it is imperative that managers should 
understand diverse individuals and how to lead people from different backgrounds, 
generations and cultures. In so doing, a manager of an African female who aspires to 
leadership, or an African female leader who aspires to progress further, will be able to 
understand their uniqueness and play them to their strengths. Thus, fostering a 
positive mind set of the diversity of African female leaders and channeling their 
development in a positive and constructive manner, even if it is unique. Through the 
proposed education of line managers, the development will provide them with tools to 
practically navigate what may be a potentially new experience for them. This changes 
the perspective of managing African female leaders from being a daunting, unknown 
and negative task that they may not have experienced, to one where they have the 
tools to help them navigate it successfully, thus creating a positive approach. It is also 
important to acknowledge that the managers of African female leaders may feel 
threatened by the rise of African female leaders and the influence of transformation on 
their scope for advancement and promotion, more so for White males. Hence, this 
education of line managers is a further change management mechanism in 
transforming perceptions of African female leaders for the better.  
 
7.3.11. Invest in the development of other African female leaders  
 
A community of African female leaders who support the development and 
advancement of other African female leaders will dispel the negative perceptions of 
African female leaders by displaying the Pull Her Down (PHD) syndrome and the 
Queen Bee syndrome. This is an opportunity for African female leaders to generate 
constructive associations and perceptions about their support for the creation of 
greater opportunities for other African female leaders. Further to this, it allows them to 
contribute to the quality of upcoming African female leaders and development of their 
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leadership competence so that they may share their insights and experiences, whilst 
they assist in the creation of good African female leaders and positive perceptions. 
Lastly, if the number of African female leaders who support other African female 
leaders grows, so too can the pool of African female leaders who are developed and 
given access, creating enhanced perceptions of the availability of competent, quality 
African female leaders.  
 
7.3.12. A model for organisations to foster enhanced perceptions of 
African female leaders in the financial services industry  
 
Development of this model was based on the intention to contribute to the identification 
of practical solutions to improve perceptions of African female leaders. It focuses on 
considerations proposed for the individual, leaders and organisation to deliver on 
concurrently as means to foster enhanced perceptions of African female leaders in the 
financial serviced industry, namely banking.   
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Figure 7.1 Leadership Development Model (LDM): Approach to improving 
perceptions of African female leaders in the financial services industry  
 
 
 
 
 
 
 
AFRICAN FEMALE LEADERS
1. Management of destructive and withdrawal 
characteristics through self-assessment and 
feedback 
2. Enhancing intrapersonal capabilities and 
interpersonal capabilities through mentoring, 
coaching and sponsorship 
3. Reducing and eliminating internal derailers 
through formal development 
4. Investing in the development of other 
African female leaders 
ORGANISATIONS
1. Create an understanding of leadership for 
African female leaders who have a desire to 
lead
2. Create safe spaces for African female 
leaders to engage with others
3. Organisational training on diversity, 
inclusion and bias
4. Review of organisational practices to 
eliminate bias and discriminatory practices 
5. Story telling of successful African female 
leaders in the organisation
6. Assessment of employee sentiment
7. Train and develop managers to lead diverse 
teams 
 
 
OUTCOME: 
Improved perceptions of African female leaders in the financial services industry 
HISTORICAL CONTEXT LEGISLATION SOCIETAL INFLUENCE 
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Figure 7.2 above indicates the components, which are required to improve perceptions 
of African female leaders in the financial services industry. This is a process that 
requires the contribution of African female leaders and organisations, in general. 
Within the South African context, the proposals that have been made are cognisant of 
the environmental influences of the historical context, acknowledged as the previous 
disadvantages of African female leaders and their historical gender role; and 
legislation to foster greater transformation and societal influences, previously referred 
to as those regarding patriarchy and stereotypes. The proposal is for a systemic 
approach to address this leadership challenge with the outcome being an 
organisational context that values and enables diversity; line managers who are 
supportive of the leadership and development of African female leaders; an 
appreciation of the role that African female leaders play and the positive contributions 
that they make to the organisation; and enhanced experiences and quality of African 
female leaders.  
 
This research has proposed a model to improve perceptions of African female leaders, 
while the methods proposed in so doing have a developmental perspective to ensure 
that the requisite characteristics for development are matched with appropriate 
intervention/s. This should improve the experience of African female leaders, the 
calibre of African female leaders that are promoted and, ultimately, perceptions of 
African female leaders.  
 
7.4. Conclusion 
 
According to Martin Luther King Junior, “the function of education is to teach one to 
think intensively and to think critically. Intelligence plus character; that is the goal of 
true education.” This journey has thus been founded on exploring a worthy objective 
in such a way that it may educate people about the perceptions of African female 
leaders and the impact that this may have on them, thus leading to a higher level of 
understanding for individuals and organisations within the financial services industry, 
namely the financial services industry. Before concluding this thesis, it is worthwhile 
to reflect that this has been a journey of curiosity, persistence and discovery in a quest 
to contribute to a field of study, which is pertinent to South Africa.    
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The process of research starts with an idea in mind, unfolds in a journey with many 
twists, turns and discoveries, and concludes with the researcher emerging as a new 
person, with new knowledge, insight and perspectives from the road travelled.  The 
following figure provides an overview of the journey that was travelled in this research 
process.  
 
Figure 7. 2 Chapter view of the research journey 
 
 
What follows is a chapter by chapter overview of the study, beginning with Chapter 1, 
which set the introductory context and roadmap to the research journey. This included 
the background to the study, research problem and the research objectives. It 
elaborated on the motivation for the study and framed the discussion, based on current 
levels of knowledge on the topic and previous research on leadership, females in 
leadership, and specific focus within the financial services industry. In terms of the 
process followed, the research design, research approach, methodology employed, 
data collection process, sampling methods and ethical considerations, were briefly 
discussed.  
 
Chapter 2 presented the literature review by providing a context to leadership through 
a review and discussion of leadership theories. It began by providing historical context 
to leadership, and articulating leadership theories, which have been a substantial 
focus of research. These leadership theories, which were discussed in greater detail 
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were  the trait theories founded on inherent abilities; behavioural theories, based on 
leadership being developed; contingency and situational theories, demonstrating that 
leadership is based on the situation; leader-member exchange theory, premised on 
the relationship between the leader and the employee, specifically assessing the 
quality of this connection as important; path-goal theory, which highlights the leader’s 
role in subordinates achieving their goals; and lastly, leader-participation model theory, 
premised on the leader’s role in decision making, based on a set of parameters. The 
discussion then moved to considering inter-sectionality and leadership as other factors, 
which interplay and impact the leadership dynamic. What was then described in this 
context was the impact of biology and sex ideologies, gender theories and causal 
factors. The overview of causal factors considered attitudes towards females, females’ 
self-confidence/self-efficacy, females’ prior work experience, the corporate 
environment and the old boys’ network/club. In addition, the literature review went on 
to consider the combined view of culture, leadership and gender to provide a systemic 
view of all the dynamics at play.  
 
Chapter 3 extended the literature review discussion to focus specifically on females in 
leadership. The discussion was framed by an introduction, which set out the context 
that females in leadership find themselves in with a specific focus on African female 
leaders. It then went on to discuss the conceptualisation of females and womanhood, 
the role that females play within the family, community and society, and how females 
are perceived.  This led to a historical account of the development of females. Having 
considered females broadly, the literature review progressed to understanding 
females in leadership within the South African context, providing some insight into 
some female leaders and looking at the transition from work to careers. To understand 
the lived experience of females further, the focus then turned to gender and 
stereotypes in leadership research, which was unpacked into several sub-topics for 
greater depth of exploration, namely race and gender stereotyping; the role of 
perceptions; perceptions of female leaders; how female leaders think they are 
perceived (self-perceptions); the influence of self-perceptions and perceptions of 
others on African female leaders; and self-perceptions of leadership and self–efficacy 
expectations. The closing review was based on a reflection of the leadership 
landscape and the role of females. The chapter concluded with an overview of the 
topics that it explored and closed with a position that the research landscape 
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undoubtedly demonstrated that focus on females in leadership remains a relevant 
topic, which requires further research and analysis.  
 
Chapter 4 articulated the research design and methodology that the researcher used 
and presented the sequential explanatory mixed-methods design process. The 
discussion began with an introduction, description of the research setting, research 
approach, theoretical framework and research methods. The first phase of the 
research was then discussed, which was the quantitative research phase, wherein the 
method of data collection was done by way of a questionnaire. Discussions in the 
chapter also encompassed paradigms in quantitative research, the advantages and 
disadvantages of quantitative research, population and sampling, and sampling 
methods. A detailed explanation of the data collection instrument was given, which 
prompted a discussion on the reliability analysis, pre-testing and piloting of the 
questionnaire, as well as a discussion on the data analysis. The discussion proceeded 
to focus on the second phase, namely qualitative research, starting with research 
methods in qualitative enquiry, defining the focus of this study, the semi-structured 
interview that the study used, and the advantages and disadvantages of interviews. 
The paradigms in qualitative research, entree and the researcher’s role, research 
approach, sampling, data collection, recording of data, methods of analysing 
qualitative data and reporting, were also articulated. This paved the way for discussion 
on mixed methods research, research methods in mixed methods research, 
paradigms in mixed methods research, and lastly, the advantages and disadvantages 
of mixed methods research. Finally, ethical considerations were discussed in relation 
to this study.   
 
Chapter 5 began with an explanation of the data analysis process, discussion of the 
demographic data such as race, age, gender, management experience, education, 
years of work, language, and so on; and descriptive statistics. The discussion then 
proceeded to presenting the results of the quantitative data analysis of the SDI from 
the respondent groups by using frequency tables, while the data was analysed with 
the help of means, standard deviations, and analysis of variance. There was an 
overview of the exploratory factor analysis that was completed on the positive and 
negative characteristics and hypothesis testing, using analysis of variance. What 
followed from there was the thematic analysis of transcribed interviews with 
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subordinates, peers, managers of African female leaders and African female leaders 
themselves. Narrated in the analysis was respondents’ perceptions of good 
leadership, characteristics of African female leaders, and the impact of race and 
gender on subordinates’ experiences and peers’ perspectives of factors that may lead 
to the success for African female leaders. Further to this, it included perceptions of the 
influence of the race and gender of subordinates on the leadership style that the 
African female leader employed, feedback received by African female leaders from 
their subordinates, and perceptions of what the contributors have been to the success 
of African female leaders. The discussion concluded with analysis of perceptions of 
African female leaders.  
 
Chapter 6 presented and discussed the findings of the research in relation to existing 
literature.  The findings showed that in relation to the negative characteristics, African 
female leaders were perceived to not display destructive characteristics such as 
deviousness, vulgarity, aggression, deceit, bitterness and selfishness in their 
leadership approach. Further to this, in relation to the positive characteristics, African 
female leaders were not perceived to display withdrawal characteristics such as being 
shy, nervous and demure. They were perceived to display intrapersonal capabilities 
such as being consistent, having leadership ability, being intelligent, possessing 
analytical ability, being able to separate feelings from ideas, being competent, 
objective, firm, prompt, knowing the way of the world, being well informed, ambitious, 
desiring responsibility, being self-controlled, decisive, direct, self-confident, steady, 
assertive, tactful, logical, skilled in business matters and self-reliant. They were also 
perceived to display interpersonal capabilities of being sympathetic, valuing pleasant 
surroundings, understanding, gratefulness, awareness of the feelings of others, 
intuitiveness, humanitarianism, helpfulness and kindness. Lastly, they were perceived 
to display internal derailers identified as fearfulness, submissiveness, uncertainty, 
frivolousness, timidity, wavering in decision making, passivity, and quarrelsomeness. 
In assessing respondents’ perceptions of African female leaders, females, successful 
middle managers and males in the financial services industry, in terms of positive and 
negative leadership characteristics, it was found that there is a significant difference 
in respondents’ perceptions of African female leaders, females, successful middle 
managers and males in the financial services industry in terms of negative and positive 
leadership characteristics. 
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Based on the research findings, this study makes considerable contribution to the 
understanding of perceptions held towards African female leaders within the financial 
services industry in South Africa, specifically within the financial services industry. The 
author concludes that there are attributes that are considered to be uncharacteristic of 
African female leaders, which are potentially destructive and may cause them to 
withdraw. Contrarily, there are intrapersonal capabilities that should be developed 
further, as they are not at the same competence level of successful middle managers. 
There are interpersonal capabilities that they display, which are more aligned to 
successful middle managers. Lastly, there are internal derailers, which they are 
considered to display, which they should improve on in terms of their personal 
development to reduce how they are negatively perceived. Nevertheless, the author 
has compiled recommendations, which, if implemented, may improve the way African 
female leaders are perceived, which will go a long way towards positively boosting the 
self-esteem and confidence of African female leaders in South African organisations. 
Further to this, it may foster greater representation of African female leaders in 
leadership roles, particularly if supported by subordinates, peers and managers of 
African female leaders within the country’s financial services industry. This concludes 
the research journey, which provides a platform for others to explore opportunities that 
this study has provided, and to further contribute to the discourse of African female 
leadership. 
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APPENDIX A – African Female Leaders Questionnaire 
Dear participant 
 
My name is Sane Moleko, I am a student at the University of Johannesburg currently 
completing my PhD in Leadership Performance and Change. I am undertaking a 
research project to understand perceptions of leadership. 
 
To complete this research study, I kindly request that you complete the following short 
questionnaire containing 2 sections. Section 1 is comprised of demographic questions 
and section 2 has a series of descriptive terms commonly used to describe people in 
general. You will be asked to rate the descriptive terms as to how characteristic or 
uncharacteristic you feel they are. It should take no longer than 10 minutes of your 
time to complete the entire questionnaire and your response is of the utmost 
importance. 
 
By completing the survey, you are providing your consent to participate in this 
research, your participation in this study is voluntary and you may withdraw at any 
time. There are no identified risks as your participation in the study requires the 
completion of a questionnaire of which your results will be kept confidential. Please do 
not enter your name or contact details on the questionnaire, it remains anonymous.  
 
Summary results of this research will be published. Should you have any queries or 
comments regarding this survey, you are welcome to contact me via e-mail at 
ngidi.sane@gmail.com 
 
 
Yours sincerely 
 
Sane Moleko 
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Section 1: Demographic information  
 
PLEASE ANSWER THE FOLLOWING QUESTIONS BY CROSSING (X) IN THE 
RELEVANT BLOCK. 
 
 
 
 
 
 
 
This section of the questionnaire refers to background or biographical information. 
Although I am aware of the sensitivity of the questions in this section, the information 
will allow me to compare groups of respondents. Once again, I assure you that your 
response will remain anonymous. Your cooperation is appreciated. 
 
1. Gender: 
 
Female 1 
Male  2 
⁭ 
2. Age (in complete years): 
 
20 and below 
 
1 
21 - 30 2 
31 - 40 3 
41 - 50 4 
51 and above 5 
 
3. Ethnicity  
Black 
 
1 
White 2 
Coloured  3 
Indian/Asian 4 
 
4. Marital status:  
Single 
 
1 
Married 2 
Co-habiting  3 
Divorced 4 
EXAMPLE of how to complete this questionnaire: 
Your gender? If you are female: 
Female 1 
Male  2 
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5. Home-language:  
Afrikaans 1 
English 2 
Pedi 3 
Sotho 4 
Tswana 5 
Xhosa 6 
Zulu 7 
Other (Please specify)   8 
 
Define other: ________________________________ 
 
 
6. Your highest educational qualification? 
 
Grade 11 or lower (std 9 or lower) 1 
Grade 12 (Matric, std 10) 2 
Post-Matric Diploma or certificate 3 
Baccalaureate Degree(s) 4 
Post- Graduate Degree(s) 5 
 
7. Total years of work:  
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
8. Current employment type:  
Permanent 1 
Fixed term contract 2 
Secondment/acting  3 
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9. Current role type:  
Manager self 1 
Manage others 2 
Manage Managers 3 
Manage Function 4 
Manage multiple functions  5 
Specialist 6 
 
10. If you are/have been a manager, number of years managing people:  
0 – 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
11. Number of years in a senior management role: 
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
12. Total size of current team you manage: 
0 - 10 1 
11 - 50 2 
51 - 100 3 
101 - 300 4 
301 - 500 5 
501 - 1000 6 
1001 - 3000 7 
3001 + 8 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
458 
 
 
13.  Number of Female direct line managers you’ve had in your career: 
 
0  1 
1 -3  2 
4 - 6 3 
7 - 9 4 
10 + 5 
 
Section 2:  Schein Descriptive Index, Copyright Schein (1973) 
 
On the following pages you will find a series of descriptive terms commonly used to 
describe people in general. Some of these terms are positive in connotation, others 
are negative, and some are neither very positive nor very negative. 
 
Please use the following list to tell me what you think African female managers in 
general are like. In making your judgments, it may be helpful to imagine that you are 
about to meet a person for the first time and the only thing known in advance is that 
the person is an African female manager. 
 
Please read the list of descriptive terms on the following pages and circle the number 
next to each term that corresponds to how characteristic you feel the term is of 
African female managers in general.   
 
The ratings are to be made according to the following scale: 
  
 1 – Not characteristic of African female managers in general 
 2 - Somewhat uncharacteristic of African female managers in general 
 3 – Neither characteristic nor uncharacteristic of African female managers in 
general 
 4 – Somewhat characteristic of African female managers in general 
 5 – Characteristic of African female managers in general 
 
Please remember there are no “right” or “wrong” answers and no one but the 
researcher will see your answers.  
 
For example: If you think that Assertiveness is characteristic of African female 
managers in general then you would circle a 5 as shown below. 
 
 
  
Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
Assertive 1 2 3 4 
 
5 
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Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
1 Curious 1 2 3 4 5 
2 Consistent 1 2 3 4 5 
3 High need for power 1 2 3 4 5 
4 Sympathetic 1 2 3 4 5 
5 Fearful 1 2 3 4 5 
6 Adventurous 1 2 3 4 5 
7 Leadership ability 1 2 3 4 5 
8 Values pleasant surroundings 1 2 3 4 5 
9 Neat 1 2 3 4 5 
10 Uncertain 1 2 3 4 5 
11 Creative 1 2 3 4 5 
12 Desire to avoid controversy 1 2 3 4 5 
13 Submissive 1 2 3 4 5 
14 Frank 1 2 3 4 5 
15 Courteous 1 2 3 4 5 
16 Emotionally stable 1 2 3 4 5 
17 Devious 1 2 3 4 5 
18 Interested in own appearance 1 2 3 4 5 
19 Independent 1 2 3 4 5 
20 Desire for friendship 1 2 3 4 5 
21 Frivolous 1 2 3 4 5 
22 Intelligent 1 2 3 4 5 
23 Persistent 1 2 3 4 5 
24 Vigorous 1 2 3 4 5 
25 Timid 1 2 3 4 5 
26 Sophisticated 1 2 3 4 5 
27 Talkative 1 2 3 4 5 
28 Strong need for security 1 2 3 4 5 
29 Forceful 1 2 3 4 5 
30 Analytical ability 1 2 3 4 5 
31 Competitive 1 2 3 4 5 
32 Wavering in decision 1 2 3 4 5 
33 Cheerful 1 2 3 4 5 
34 High need for autonomy 1 2 3 4 5 
35 Able to separate feelings from ideas 1 2 3 4 5 
36 Competent 1 2 3 4 5 
37 Understanding 1 2 3 4 5 
38 Vulgar 1 2 3 4 5 
39 Sociable 1 2 3 4 5 
40 Aggressive 1 2 3 4 5 
41 High self-regard 1 2 3 4 5 
42 Grateful 1 2 3 4 5 
43 Easily influenced 1 2 3 4 5 
44 Exhibitionist 1 2 3 4 5 
45 Aware of feelings of others 1 2 3 4 5 
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46 Passive 1 2 3 4 5 
47 Objective 1 2 3 4 5 
48 Speedy recovery from emotional disturbance 1 2 3 4 5 
49 Shy 1 2 3 4 5 
50 Firm 1 2 3 4 5 
51 Prompt 1 2 3 4 5 
52 Intuitive 1 2 3 4 5 
53 Humanitarian values 1 2 3 4 5 
54 Knows the way of the world 1 2 3 4 5 
55 Dawdler and procrastinator 1 2 3 4 5 
56 Quarrelsome 1 2 3 4 5 
57 Industrious 1 2 3 4 5 
58 Well informed 1 2 3 4 5 
59 Not uncomfortable about being aggressive 1 2 3 4 5 
60 Reserved 1 2 3 4 5 
61 Ambitious 1 2 3 4 5 
62 Not conceited about appearance 1 2 3 4 5 
63 Strong need for social acceptance 1 2 3 4 5 
64 Hasty 1 2 3 4 5 
65 Obedient 1 2 3 4 5 
66 Desires responsibility 1 2 3 4 5 
67 Self-controlled 1 2 3 4 5 
68 Modest 1 2 3 4 5 
69 Decisive 1 2 3 4 5 
70 Nervous 1 2 3 4 5 
71 Direct 1 2 3 4 5 
72 Hides emotion 1 2 3 4 5 
73 Authoritative 1 2 3 4 5 
74 Self-confident 1 2 3 4 5 
75 Sentimental 1 2 3 4 5 
76 Steady 1 2 3 4 5 
77 Assertive 1 2 3 4 5 
78 Feelings  not easily hurt 1 2 3 4 5 
79 Dominant 1 2 3 4 5 
80 Tactful 1 2 3 4 5 
81 Helpful 1 2 3 4 5 
82 Strong need for achievement  1 2 3 4 5 
83 Deceitful 1 2 3 4 5 
84 Generous 1 2 3 4 5 
85 Bitter 1 2 3 4 5 
86 Logical 1 2 3 4 5 
87 Skilled in business matters 1 2 3 4 5 
88 Selfish 1 2 3 4 5 
89 Demure 1 2 3 4 5 
90 Kind 1 2 3 4 5 
91 Strong need for monetary rewards 1 2 3 4 5 
92 Self-reliant 1 2 3 4 5 
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APPENDIX B – Females Questionnaire 
 
Dear participant 
 
My name is Sane Moleko, I am a student at the University of Johannesburg currently 
completing my PhD in Leadership Performance and Change. I am undertaking a 
research project to understand perceptions of leadership. 
 
To complete this research study, I kindly request that you complete the following short 
questionnaire containing 2 sections. Section 1 is comprised of demographic questions 
and section 2 has a series of descriptive terms commonly used to describe people in 
general. You will be asked to rate the descriptive terms as to how characteristic or 
uncharacteristic you feel they are. It should take no longer than 10 minutes of your 
time to complete the entire questionnaire and your response is of the utmost 
importance. 
 
By completing the survey, you are providing your consent to participate in this 
research, your participation in this study is voluntary and you may withdraw at any 
time. There are no identified risks as your participation in the study requires the 
completion of a questionnaire of which your results will be kept confidential. Please do 
not enter your name or contact details on the questionnaire, it remains anonymous.  
 
Summary results of this research will be published. Should you have any queries or 
comments regarding this survey, you are welcome to contact me via e-mail at 
ngidi.sane@gmail.com 
 
 
Yours sincerely 
 
Sane Moleko 
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Section 1: Demographic information  
 
PLEASE ANSWER THE FOLLOWING QUESTIONS BY CROSSING (X) IN THE 
RELEVANT BLOCK. 
 
 
 
 
 
 
 
This section of the questionnaire refers to background or biographical information. 
Although I am aware of the sensitivity of the questions in this section, the information 
will allow me to compare groups of respondents. Once again, I assure you that your 
response will remain anonymous. Your cooperation is appreciated. 
 
1. Gender: 
 
Female 1 
Male  2 
 
2. Age (in complete years): 
 
20 and below 
 
1 
21 - 30 2 
31 - 40 3 
41 - 50 4 
51 and above 5 
 
3. Ethnicity  
Black 
 
1 
White 2 
Coloured  3 
Indian/Asian 4 
 
4. Marital status:  
Single 
 
1 
Married 2 
Co-habiting  3 
Divorced 4 
EXAMPLE of how to complete this questionnaire: 
Your gender? If you are female: 
Female 1 
Male  2 
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5. Home-language:  
Afrikaans 1 
English 2 
Pedi 3 
Sotho 4 
Tswana 5 
Xhosa 6 
Zulu 7 
Other (Please specify)   8 
 
Define other: ________________________________ 
 
 
6. Your highest educational qualification? 
 
Grade 11 or lower (std 9 or lower) 1 
Grade 12 (Matric, std 10) 2 
Post-Matric Diploma or certificate 3 
Baccalaureate Degree(s) 4 
Post- Graduate Degree(s) 5 
 
7. Total years of work:  
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
8. Current employment type:  
Permanent 1 
Fixed term contract 2 
Secondment/acting  3 
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9. Current role type:  
Manager self 1 
Manage others 2 
Manage Managers 3 
Manage Function 4 
Manage multiple functions  5 
Specialist 6 
 
10. If you are/have been a manager, number of years managing people:  
0 – 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
11. Number of years in a senior management role: 
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
12. Total size of current team you manage: 
0 - 10 1 
11 - 50 2 
51 - 100 3 
101 - 300 4 
301 - 500 5 
501 - 1000 6 
1001 - 3000 7 
3001 + 8 
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13.  Number of Female direct line managers you’ve had in your career: 
 
0  1 
1 -3  2 
4 - 6 3 
7 - 9 4 
10 + 5 
 
 
Section 2:  Schein Descriptive Index, Copyright Schein (1973) 
 
On the following pages you will find a series of descriptive terms commonly used to 
describe people in general. Some of these terms are positive in connotation, others 
are negative, and some are neither very positive nor very negative. 
 
Please use the following list to tell me what you think women in general are like. In 
making your judgments, it may be helpful to imagine that you are about to meet a 
person for the first time and the only thing known in advance is that the person is a 
woman. 
 
Please read the list of descriptive terms on the following pages and circle the number 
next to each term that corresponds to how characteristic you feel the term is of 
women in general.   
 
The ratings are to be made according to the following scale: 
 
 1 – Not characteristic of women in general 
 2 - Somewhat uncharacteristic of women in general 
 3 – Neither characteristic nor uncharacteristic of women in general 
 4 – Somewhat characteristic of women in general 
 5 – Characteristic of women in general 
 
Please remember there are no “right” or “wrong” answers and no one but the 
researcher will see your answers. 
 
For example: If you think that Assertiveness is characteristic of Women in general 
then you would circle a 5 as shown below. 
 
 
  
Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
Assertive 1 2 3 4 
 
5 
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Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
1 Curious 1 2 3 4 5 
2 Consistent 1 2 3 4 5 
3 High need for power 1 2 3 4 5 
4 Sympathetic 1 2 3 4 5 
5 Fearful 1 2 3 4 5 
6 Adventurous 1 2 3 4 5 
7 Leadership ability 1 2 3 4 5 
8 Values pleasant surroundings 1 2 3 4 5 
9 Neat 1 2 3 4 5 
10 Uncertain 1 2 3 4 5 
11 Creative 1 2 3 4 5 
12 Desire to avoid controversy 1 2 3 4 5 
13 Submissive 1 2 3 4 5 
14 Frank 1 2 3 4 5 
15 Courteous 1 2 3 4 5 
16 Emotionally stable 1 2 3 4 5 
17 Devious 1 2 3 4 5 
18 Interested in own appearance 1 2 3 4 5 
19 Independent 1 2 3 4 5 
20 Desire for friendship 1 2 3 4 5 
21 Frivolous 1 2 3 4 5 
22 Intelligent 1 2 3 4 5 
23 Persistent 1 2 3 4 5 
24 Vigorous 1 2 3 4 5 
25 Timid 1 2 3 4 5 
26 Sophisticated 1 2 3 4 5 
27 Talkative 1 2 3 4 5 
28 Strong need for security 1 2 3 4 5 
29 Forceful 1 2 3 4 5 
30 Analytical ability 1 2 3 4 5 
31 Competitive 1 2 3 4 5 
32 Wavering in decision 1 2 3 4 5 
33 Cheerful 1 2 3 4 5 
34 High need for autonomy 1 2 3 4 5 
35 Able to separate feelings from ideas 1 2 3 4 5 
36 Competent 1 2 3 4 5 
37 Understanding 1 2 3 4 5 
38 Vulgar 1 2 3 4 5 
39 Sociable 1 2 3 4 5 
40 Aggressive 1 2 3 4 5 
41 High self-regard 1 2 3 4 5 
42 Grateful 1 2 3 4 5 
43 Easily influenced 1 2 3 4 5 
44 Exhibitionist 1 2 3 4 5 
45 Aware of feelings of others 1 2 3 4 5 
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46 Passive 1 2 3 4 5 
47 Objective 1 2 3 4 5 
48 Speedy recovery from emotional disturbance 1 2 3 4 5 
49 Shy 1 2 3 4 5 
50 Firm 1 2 3 4 5 
51 Prompt 1 2 3 4 5 
52 Intuitive 1 2 3 4 5 
53 Humanitarian values 1 2 3 4 5 
54 Knows the way of the world 1 2 3 4 5 
55 Dawdler and procrastinator 1 2 3 4 5 
56 Quarrelsome 1 2 3 4 5 
57 Industrious 1 2 3 4 5 
58 Well informed 1 2 3 4 5 
59 Not uncomfortable about being aggressive 1 2 3 4 5 
60 Reserved 1 2 3 4 5 
61 Ambitious 1 2 3 4 5 
62 Not conceited about appearance 1 2 3 4 5 
63 Strong need for social acceptance 1 2 3 4 5 
64 Hasty 1 2 3 4 5 
65 Obedient 1 2 3 4 5 
66 Desires responsibility 1 2 3 4 5 
67 Self-controlled 1 2 3 4 5 
68 Modest 1 2 3 4 5 
69 Decisive 1 2 3 4 5 
70 Nervous 1 2 3 4 5 
71 Direct 1 2 3 4 5 
72 Hides emotion 1 2 3 4 5 
73 Authoritative 1 2 3 4 5 
74 Self-confident 1 2 3 4 5 
75 Sentimental 1 2 3 4 5 
76 Steady 1 2 3 4 5 
77 Assertive 1 2 3 4 5 
78 Feelings  not easily hurt 1 2 3 4 5 
79 Dominant 1 2 3 4 5 
80 Tactful 1 2 3 4 5 
81 Helpful 1 2 3 4 5 
82 Strong need for achievement  1 2 3 4 5 
83 Deceitful 1 2 3 4 5 
84 Generous 1 2 3 4 5 
85 Bitter 1 2 3 4 5 
86 Logical 1 2 3 4 5 
87 Skilled in business matters 1 2 3 4 5 
88 Selfish 1 2 3 4 5 
89 Demure 1 2 3 4 5 
90 Kind 1 2 3 4 5 
91 Strong need for monetary rewards 1 2 3 4 5 
92 Self-reliant 1 2 3 4 5 
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APPENDIX C – Successful Middle Managers Questionnaire 
 
Dear participant 
 
My name is Sane Moleko, I am a student at the University of Johannesburg currently 
completing my PhD in Leadership Performance and Change. I am undertaking a 
research project to understand perceptions of leadership. 
 
To complete this research study, I kindly request that you complete the following short 
questionnaire containing 2 sections. Section 1 is comprised of demographic questions 
and section 2 has a series of descriptive terms commonly used to describe people in 
general. You will be asked to rate the descriptive terms as to how characteristic or 
uncharacteristic you feel they are. It should take no longer than 10 minutes of your 
time to complete the entire questionnaire and your response is of the utmost 
importance. 
 
By completing the survey, you are providing your consent to participate in this 
research, your participation in this study is voluntary and you may withdraw at any 
time. There are no identified risks as your participation in the study requires the 
completion of a questionnaire of which your results will be kept confidential. Please do 
not enter your name or contact details on the questionnaire, it remains anonymous.  
 
Summary results of this research will be published. Should you have any queries or 
comments regarding this survey, you are welcome to contact me via e-mail at 
ngidi.sane@gmail.com 
 
 
Yours sincerely 
 
Sane Moleko 
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Section 1: Demographic information  
 
PLEASE ANSWER THE FOLLOWING QUESTIONS BY CROSSING (X) IN THE 
RELEVANT BLOCK. 
 
 
 
 
 
 
 
This section of the questionnaire refers to background or biographical information. 
Although I am aware of the sensitivity of the questions in this section, the information 
will allow me to compare groups of respondents. Once again, I assure you that your 
response will remain anonymous. Your cooperation is appreciated. 
 
1. Gender: 
 
Female 1 
Male  2 
 
2. Age (in complete years): 
 
20 and below 
 
1 
21 - 30 2 
31 - 40 3 
41 - 50 4 
51 and above 5 
 
3. Ethnicity  
Black 
 
1 
White 2 
Coloured  3 
Indian/Asian 4 
 
4. Marital status:  
Single 
 
1 
Married 2 
Co-habiting  3 
Divorced 4 
EXAMPLE of how to complete this questionnaire: 
Your gender? If you are female: 
Female 1 
Male  2 
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5. Home-language:  
Afrikaans 1 
English 2 
Pedi 3 
Sotho 4 
Tswana 5 
Xhosa 6 
Zulu 7 
Other (Please specify)   8 
 
Define other: ________________________________ 
 
 
6. Your highest educational qualification? 
 
Grade 11 or lower (std 9 or lower) 1 
Grade 12 (Matric, std 10) 2 
Post-Matric Diploma or certificate 3 
Baccalaureate Degree(s) 4 
Post- Graduate Degree(s) 5 
 
7. Total years of work:  
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
8. Current employment type:  
Permanent 1 
Fixed term contract 2 
Secondment/acting  3 
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9. Current role type:  
Manager self 1 
Manage others 2 
Manage Managers 3 
Manage Function 4 
Manage multiple functions  5 
Specialist 6 
 
10. If you are/have been a manager, number of years managing people:  
0 – 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
11. Number of years in a senior management role: 
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
12. Total size of current team you manage: 
0 - 10 1 
11 - 50 2 
51 - 100 3 
101 - 300 4 
301 - 500 5 
501 - 1000 6 
1001 - 3000 7 
3001 + 8 
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13.  Number of Female direct line managers you’ve had in your career: 
 
0  1 
1 -3  2 
4 - 6 3 
7 - 9 4 
10 + 5 
 
Section 2:  Schein Descriptive Index, Copyright Schein (1973) 
 
On the following pages you will find a series of descriptive terms commonly used to 
describe people in general. Some of these terms are positive in connotation, others 
are negative, and some are neither very positive nor very negative. 
 
Please use the following list to tell me what you think successful middle managers 
in general are like. In making your judgments, it may be helpful to imagine that you 
are about to meet a person for the first time and the only thing known in advance is 
that the person is a successful middle manager. 
 
Please read the list of descriptive terms on the following pages and circle the number 
next to each term that corresponds to how characteristic you feel the term is of 
successful middle manager in general.   
 
The ratings are to be made according to the following scale: 
  
 1 – Not characteristic of successful middle manager in general 
 2 - Somewhat uncharacteristic of successful middle manager in general 
 3 – Neither characteristic nor uncharacteristic of successful middle manager in 
general 
 4 – Somewhat characteristic of successful middle manager in general 
 5 – Characteristic of successful middle manager in general 
 
Please remember there are no “right” or “wrong” answers and no one but the 
researcher will see your answers. 
 
For example: If you think that Assertiveness is characteristic of successful middle 
managers in general then you would circle a 5 as shown below. 
 
 
  
Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
Assertive 1 2 3 4 
 
5 
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Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
1 Curious 1 2 3 4 5 
2 Consistent 1 2 3 4 5 
3 High need for power 1 2 3 4 5 
4 Sympathetic 1 2 3 4 5 
5 Fearful 1 2 3 4 5 
6 Adventurous 1 2 3 4 5 
7 Leadership ability 1 2 3 4 5 
8 Values pleasant surroundings 1 2 3 4 5 
9 Neat 1 2 3 4 5 
10 Uncertain 1 2 3 4 5 
11 Creative 1 2 3 4 5 
12 Desire to avoid controversy 1 2 3 4 5 
13 Submissive 1 2 3 4 5 
14 Frank 1 2 3 4 5 
15 Courteous 1 2 3 4 5 
16 Emotionally stable 1 2 3 4 5 
17 Devious 1 2 3 4 5 
18 Interested in own appearance 1 2 3 4 5 
19 Independent 1 2 3 4 5 
20 Desire for friendship 1 2 3 4 5 
21 Frivolous 1 2 3 4 5 
22 Intelligent 1 2 3 4 5 
23 Persistent 1 2 3 4 5 
24 Vigorous 1 2 3 4 5 
25 Timid 1 2 3 4 5 
26 Sophisticated 1 2 3 4 5 
27 Talkative 1 2 3 4 5 
28 Strong need for security 1 2 3 4 5 
29 Forceful 1 2 3 4 5 
30 Analytical ability 1 2 3 4 5 
31 Competitive 1 2 3 4 5 
32 Wavering in decision 1 2 3 4 5 
33 Cheerful 1 2 3 4 5 
34 High need for autonomy 1 2 3 4 5 
35 Able to separate feelings from ideas 1 2 3 4 5 
36 Competent 1 2 3 4 5 
37 Understanding 1 2 3 4 5 
38 Vulgar 1 2 3 4 5 
39 Sociable 1 2 3 4 5 
40 Aggressive 1 2 3 4 5 
41 High self-regard 1 2 3 4 5 
42 Grateful 1 2 3 4 5 
43 Easily influenced 1 2 3 4 5 
44 Exhibitionist 1 2 3 4 5 
45 Aware of feelings of others 1 2 3 4 5 
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46 Passive 1 2 3 4 5 
47 Objective 1 2 3 4 5 
48 Speedy recovery from emotional disturbance 1 2 3 4 5 
49 Shy 1 2 3 4 5 
50 Firm 1 2 3 4 5 
51 Prompt 1 2 3 4 5 
52 Intuitive 1 2 3 4 5 
53 Humanitarian values 1 2 3 4 5 
54 Knows the way of the world 1 2 3 4 5 
55 Dawdler and procrastinator 1 2 3 4 5 
56 Quarrelsome 1 2 3 4 5 
57 Industrious 1 2 3 4 5 
58 Well informed 1 2 3 4 5 
59 Not uncomfortable about being aggressive 1 2 3 4 5 
60 Reserved 1 2 3 4 5 
61 Ambitious 1 2 3 4 5 
62 Not conceited about appearance 1 2 3 4 5 
63 Strong need for social acceptance 1 2 3 4 5 
64 Hasty 1 2 3 4 5 
65 Obedient 1 2 3 4 5 
66 Desires responsibility 1 2 3 4 5 
67 Self-controlled 1 2 3 4 5 
68 Modest 1 2 3 4 5 
69 Decisive 1 2 3 4 5 
70 Nervous 1 2 3 4 5 
71 Direct 1 2 3 4 5 
72 Hides emotion 1 2 3 4 5 
73 Authoritative 1 2 3 4 5 
74 Self-confident 1 2 3 4 5 
75 Sentimental 1 2 3 4 5 
76 Steady 1 2 3 4 5 
77 Assertive 1 2 3 4 5 
78 Feelings  not easily hurt 1 2 3 4 5 
79 Dominant 1 2 3 4 5 
80 Tactful 1 2 3 4 5 
81 Helpful 1 2 3 4 5 
82 Strong need for achievement  1 2 3 4 5 
83 Deceitful 1 2 3 4 5 
84 Generous 1 2 3 4 5 
85 Bitter 1 2 3 4 5 
86 Logical 1 2 3 4 5 
87 Skilled in business matters 1 2 3 4 5 
88 Selfish 1 2 3 4 5 
89 Demure 1 2 3 4 5 
90 Kind 1 2 3 4 5 
91 Strong need for monetary rewards 1 2 3 4 5 
92 Self-reliant 1 2 3 4 5 
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APPENDIX D – Males Questionnaire 
 
Dear participant 
 
My name is Sane Moleko, I am a student at the University of Johannesburg currently 
completing my PhD in Leadership Performance and Change. I am undertaking a 
research project to understand perceptions of leadership. 
 
To complete this research study, I kindly request that you complete the following short 
questionnaire containing 2 sections. Section 1 is comprised of demographic questions 
and section 2 has a series of descriptive terms commonly used to describe people in 
general. You will be asked to rate the descriptive terms as to how characteristic or 
uncharacteristic you feel they are. It should take no longer than 10 minutes of your 
time to complete the entire questionnaire and your response is of the utmost 
importance. 
 
By completing the survey, you are providing your consent to participate in this 
research, your participation in this study is voluntary and you may withdraw at any 
time. There are no identified risks as your participation in the study requires the 
completion of a questionnaire of which your results will be kept confidential. Please do 
not enter your name or contact details on the questionnaire, it remains anonymous.  
 
Summary results of this research will be published. Should you have any queries or 
comments regarding this survey, you are welcome to contact me via e-mail at 
ngidi.sane@gmail.com 
 
 
Yours sincerely 
 
Sane Moleko 
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Section 1: Demographic information  
 
PLEASE ANSWER THE FOLLOWING QUESTIONS BY CROSSING (X) IN THE 
RELEVANT BLOCK. 
 
 
 
 
 
 
 
This section of the questionnaire refers to background or biographical information. 
Although I am aware of the sensitivity of the questions in this section, the information 
will allow me to compare groups of respondents. Once again, I assure you that your 
response will remain anonymous. Your cooperation is appreciated. 
 
1. Gender: 
 
Female 1 
Male  2 
 
2. Age (in complete years): 
 
20 and below 
 
1 
21 - 30 2 
31 - 40 3 
41 - 50 4 
51 and above 5 
 
3. Ethnicity  
Black 
 
1 
White 2 
Coloured  3 
Indian/Asian 4 
 
4. Marital status:  
Single 
 
1 
Married 2 
Co-habiting  3 
Divorced 4 
EXAMPLE of how to complete this questionnaire: 
Your gender? If you are female: 
Female 1 
Male  2 
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5. Home-language:  
Afrikaans 1 
English 2 
Pedi 3 
Sotho 4 
Tswana 5 
Xhosa 6 
Zulu 7 
Other (Please specify)   8 
 
Define other: ________________________________ 
 
 
6. Your highest educational qualification? 
 
Grade 11 or lower (std 9 or lower) 1 
Grade 12 (Matric, std 10) 2 
Post-Matric Diploma or certificate 3 
Baccalaureate Degree(s) 4 
Post- Graduate Degree(s) 5 
 
7. Total years of work:  
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
8. Current employment type:  
Permanent 1 
Fixed term contract 2 
Secondment/acting  3 
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9. Current role type:  
Manager self 1 
Manage others 2 
Manage Managers 3 
Manage Function 4 
Manage multiple functions  5 
Specialist 6 
 
10. If you are/have been a manager, number of years managing people:  
0 – 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
11. Number of years in a senior management role: 
0 - 5 1 
5 - 10 2 
10 - 15 3 
15 - 20 4 
20 - 25 5 
25 - 30 6 
30 - 35 7 
35 - 40 8 
 
12. Total size of current team you manage: 
0 - 10 1 
11 - 50 2 
51 - 100 3 
101 - 300 4 
301 - 500 5 
501 - 1000 6 
1001 - 3000 7 
3001 + 8 
PERCEPTIONS HELD TOWARDS AFRICAN FEMALE LEADERS. 2019. (MOLEKO, Zandile Sanelisiwe) 
 
 
479 
 
 
13.  Number of Female direct line managers you’ve had in your career: 
 
0  1 
1 -3  2 
4 - 6 3 
7 - 9 4 
10 + 5 
 
Section 2:  Schein Descriptive Index, Copyright Schein (1973) 
 
On the following pages you will find a series of descriptive terms commonly used to 
describe people in general. Some of these terms are positive in connotation, others 
are negative, and some are neither very positive nor very negative. 
 
Please use the following list to tell me what you think men in general are like. In 
making your judgments, it may be helpful to imagine that you are about to meet a 
person for the first time and the only thing known in advance is that the person is a 
man. 
 
Please read the list of descriptive terms on the following pages and circle the number 
next to each term that corresponds to how characteristic you feel the term is of men 
in general.   
 
The ratings are to be made according to the following scale: 
 
 1 – Not characteristic of men in general 
 2 - Somewhat uncharacteristic of men in general 
 3 – Neither characteristic nor uncharacteristic of men in general 
 4 – Somewhat characteristic of men in general 
 5 – Characteristic of men in general 
 
Please remember there are no “right” or “wrong” answers and no one but the 
researcher will see your answers. 
 
For example: If you think that Assertiveness is characteristic of men in general then 
you would circle a 5 as shown below. 
 
 
 
  
Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
Assertive 1 2 3 4 
 
5 
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Not 
Characteristic 
Somewhat 
Uncharacteristic 
Neither 
Characteristic 
Nor 
Uncharacteristic 
Somewhat 
Characteristic Characteristic 
1 Curious 1 2 3 4 5 
2 Consistent 1 2 3 4 5 
3 High need for power 1 2 3 4 5 
4 Sympathetic 1 2 3 4 5 
5 Fearful 1 2 3 4 5 
6 Adventurous 1 2 3 4 5 
7 Leadership ability 1 2 3 4 5 
8 Values pleasant surroundings 1 2 3 4 5 
9 Neat 1 2 3 4 5 
10 Uncertain 1 2 3 4 5 
11 Creative 1 2 3 4 5 
12 Desire to avoid controversy 1 2 3 4 5 
13 Submissive 1 2 3 4 5 
14 Frank 1 2 3 4 5 
15 Courteous 1 2 3 4 5 
16 Emotionally stable 1 2 3 4 5 
17 Devious 1 2 3 4 5 
18 Interested in own appearance 1 2 3 4 5 
19 Independent 1 2 3 4 5 
20 Desire for friendship 1 2 3 4 5 
21 Frivolous 1 2 3 4 5 
22 Intelligent 1 2 3 4 5 
23 Persistent 1 2 3 4 5 
24 Vigorous 1 2 3 4 5 
25 Timid 1 2 3 4 5 
26 Sophisticated 1 2 3 4 5 
27 Talkative 1 2 3 4 5 
28 Strong need for security 1 2 3 4 5 
29 Forceful 1 2 3 4 5 
30 Analytical ability 1 2 3 4 5 
31 Competitive 1 2 3 4 5 
32 Wavering in decision 1 2 3 4 5 
33 Cheerful 1 2 3 4 5 
34 High need for autonomy 1 2 3 4 5 
35 Able to separate feelings from ideas 1 2 3 4 5 
36 Competent 1 2 3 4 5 
37 Understanding 1 2 3 4 5 
38 Vulgar 1 2 3 4 5 
39 Sociable 1 2 3 4 5 
40 Aggressive 1 2 3 4 5 
41 High self-regard 1 2 3 4 5 
42 Grateful 1 2 3 4 5 
43 Easily influenced 1 2 3 4 5 
44 Exhibitionist 1 2 3 4 5 
45 Aware of feelings of others 1 2 3 4 5 
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46 Passive 1 2 3 4 5 
47 Objective 1 2 3 4 5 
48 Speedy recovery from emotional disturbance 1 2 3 4 5 
49 Shy 1 2 3 4 5 
50 Firm 1 2 3 4 5 
51 Prompt 1 2 3 4 5 
52 Intuitive 1 2 3 4 5 
53 Humanitarian values 1 2 3 4 5 
54 Knows the way of the world 1 2 3 4 5 
55 Dawdler and procrastinator 1 2 3 4 5 
56 Quarrelsome 1 2 3 4 5 
57 Industrious 1 2 3 4 5 
58 Well informed 1 2 3 4 5 
59 Not uncomfortable about being aggressive 1 2 3 4 5 
60 Reserved 1 2 3 4 5 
61 Ambitious 1 2 3 4 5 
62 Not conceited about appearance 1 2 3 4 5 
63 Strong need for social acceptance 1 2 3 4 5 
64 Hasty 1 2 3 4 5 
65 Obedient 1 2 3 4 5 
66 Desires responsibility 1 2 3 4 5 
67 Self-controlled 1 2 3 4 5 
68 Modest 1 2 3 4 5 
69 Decisive 1 2 3 4 5 
70 Nervous 1 2 3 4 5 
71 Direct 1 2 3 4 5 
72 Hides emotion 1 2 3 4 5 
73 Authoritative 1 2 3 4 5 
74 Self-confident 1 2 3 4 5 
75 Sentimental 1 2 3 4 5 
76 Steady 1 2 3 4 5 
77 Assertive 1 2 3 4 5 
78 Feelings  not easily hurt 1 2 3 4 5 
79 Dominant 1 2 3 4 5 
80 Tactful 1 2 3 4 5 
81 Helpful 1 2 3 4 5 
82 Strong need for achievement  1 2 3 4 5 
83 Deceitful 1 2 3 4 5 
84 Generous 1 2 3 4 5 
85 Bitter 1 2 3 4 5 
86 Logical 1 2 3 4 5 
87 Skilled in business matters 1 2 3 4 5 
88 Selfish 1 2 3 4 5 
89 Demure 1 2 3 4 5 
90 Kind 1 2 3 4 5 
91 Strong need for monetary rewards 1 2 3 4 5 
92 Self-reliant 1 2 3 4 5 
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APPENDIX E – Interview Consent 
 
Dear Participant  
 
I am currently completing my PhD in Leadership Performance and Change through 
the University of Johannesburg, the degree is research based and my topic of study 
is “Perceptions held towards African female leaders”. I have been afforded the 
opportunity to conduct a component of the research at your organisation through a 
selection of interviews.  
 
The study is a mixed methods design composed of quantitative questionnaires which 
I completed in 2016 and qualitative interviews which I am currently completing. I 
would like to invite you to contribute to the research through an interview. The 
interview will be 15 - 30 minutes based on your personal experience. 
 
Please let me know if you are willing to participate and I will schedule time for us 
accordingly. Your participation is voluntary, and you may withdraw at any stage. 
Your feedback will be kept confidential and only summary results will be presented in 
the final thesis.  
 
I appreciate your consideration and look forward to your response. Thank you.  
 
Kind regards  
 
Sane Moleko 
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LETTER OF CONSENT 
 
Consent form for participant partaking in research:  
 
Topic:   Perceptions held towards African female leaders 
Degree:  PhD. Leadership in Performance and Change 
Institution:  University of Johannesburg 
Supervisor:   Professor Wilfred Ukpere 
 
I, the undersigned (Prof/Dr/Mr/Mrs/Ms) 
………………………….………………………….  hereby indicate that I have read and 
understood the conditions for participation in the above-mentioned research as 
contained in this letter. I hereby give my written consent to be interviewed by Sane 
Moleko, noting the conditions below that: 
 Consent to participate in the research is voluntary and I can withdraw from the 
study at any time, without any pressure to provide reasons. 
 I understand that I will not benefit directly from participating in this research. 
 I have had the purpose and nature of the study explained to me in and I have 
had the opportunity to ask questions about the study. 
 I may refuse to answer any questions that I would prefer not. 
 I agree for this interview to be tape-recorded. I understand that the audio 
recording made of this interview will be used only for analysis and that 
extracts from the interview, from which I would not be personally identified, 
may be used in any conference presentation, report or journal article 
developed as a result of the research. 
 I agree that my anonymised data will be kept for future research purposes 
such as publications related to this study after the completion of the study. 
 All possible means will be undertaken to ensure confidentiality in this study 
and a pseudonym will be allocated to all participants to protect identities and 
to guarantee that any information revealed either personal or professional, will 
be regarded as confidential.   
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_______________________________                  ___________________________ 
Signature of Participant             Date 
 
 
_______________________________                  ___________________________ 
Signature of Researcher                                              Date 
  
 
 
 
 
 
